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There is a saying in English, “If it isn’t
broken, don’t fix it!”. The European Jour-
nal for Vocational Training is certainly not
broken. It enjoys a high circulation with
subscribers in all EU Member States rang-
ing from European institutions, through
universities and research institutes to train-
ing organisations. Requests for copies
come from as far afield as Latin America
and Australia. The number of authors ask-
ing to be published in the journal is in-
creasing, as are requests to reproduce
journal articles elsewhere.
So why change the journal now? Firstly,
it is important to point out that the fun-
damental aim of the journal has not
changed. The journal will continue to
contribute, in particular by bringing a
European perspective, to debate on and
consideration of the development of vo-
cational education and training. It will
continue to report on ideas, policy op-
tions, research and innovation in this field.
In addition, the journal will continue to
serve a wide audience. The journal is not
the reserve of specialists, but wishes to
make the issues and debates surrounding
vocational education and training acces-
sible to all of those interested in its de-
velopment.
What is changing is the way the journal
seeks to realise its aim.
The decision to change was not taken
lightly. The Editorial Committee instigated
a careful review of the journal. It tested
the feasibility of the journal achieving its
aim, given its wide audience of policy-
makers, researchers and practitioners from
many different countries with different
backgrounds and traditions. The commit-
tee examined the content and structure
of the journal, the relevance of the sub-
jects it has addressed, the rigour of the
A new
European journal:
the case for change
analyses, the quality of the arguments, and
indeed the clarity of the writing itself. It
also considered the developments taking
place in the field of vocational education
and training and the sources of future jour-
nal articles.
The conclusion was that the journal has
published many well-written articles of
considerable interest and insight. One of
its strengths has been to provide a Euro-
pean perspective, either by publishing the
results of comparative transnational re-
search or by publishing different articles
looking at the same issues from the per-
spective of different countries. However,
the committee also concluded that, for the
journal to effectively realise its aim, a
change of format and style was needed
and that to continue to concentrate each
issue of the journal on a single theme is
no longer desirable.
Like all good publications from time to
time, the journal needed to evolve.
In times past, when there were relatively
few journals dealing adequately with the
question of vocational education and
training, certainly at European level, the
thematic approach was valuable and
needed. However, many of the themes
considered by the journal have now
reached a state of maturity. To continue
the thematic approach would inevitably
lead to a repetition of subjects or to the
artificial creation of themes that deal with
issues previously considered. Further-
more, since the journal last changed its
format some five years ago, new trans-
national networks carrying out research
into vocational education and training
have been set up. The single-theme ap-
proach would lead to the journal missing
the opportunity to publish some interest-
ing results because the subject matter did
not coincide with the theme that the jour-VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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nal was treating, or planned to treat, in
the coming months.
Consequently, each issue of the new jour-
nal will deal with a variety of themes. This
does not rule out the occasional issue
being devoted to, or dominated by, a spe-
cific theme, but this will be the excep-
tion rather than the rule.
By adopting a more open approach it is
the intention to attract a large number of
contributions and publish articles from
researchers and specialists in vocational
education and training and employment.
In this way we aim to make the journal
the obvious place to publish the results
of high-quality research, in particular com-
parative transnational research. It is our
aim that the journal be seen as one of the
most effective means for researchers in
the European Union to bring the results
of their work to the attention of a wide
audience, in order to contribute to a
deeper understanding of the issues that
drive the developments in vocational edu-
cation and training.
To do this successfully, contributions sub-
mitted to the journal must be exact and
precise, yet accessible to a wide and di-
verse readership. Contributions must be
clear in order to be understood by read-
ers from different backgrounds and cul-
tures, not necessarily familiar with the
characteristics of the vocational education
and training systems of the different coun-
tries in the European Union. To enable
them to understand clearly the context
and to consider the arguments put for-
ward in the light of their own traditions
and experience.
The journal will carry articles that set out
ideas, report on research results, and
which report on experience at national
and European level. In addition, the jour-
nal will publish position papers and re-
action statements on issues in the field of
vocational education and training in -
what is intended to be - a regular feature
entitled “Debate”, where different views
on and interpretations of issues will be
published together to try to illustrate the
spectrum, and often the complex charac-
ter of, the challenges faced.
Contributions can be submitted in any
official European Union language. All
contributions submitted to the journal for
publication will continue to be refereed
and reviewed by members of the jour-
nal’s Editorial Committee, or by referees
appointed by them. Each article will be
considered on the grounds of the quality
of its analysis and argument, as well as
its readability.
The decision to publish any contribution
as a journal article will continue to rest
with the Editorial Committee. However,
the committee will now be supported by
its “secretariat”, comprising researchers
and CEDEFOP staff, which will be respon-
sible for the publication of each issue. This
represents a significant increase in re-
sources being devoted by CEDEFOP to
the European Journal, illustrating the pri-
ority it gives to its success.
The journal itself will continue to be pub-
lished three times a year in English, French,
German and Spanish. However, more lan-
guage versions of the journal may appear.
CEDEFOP is entering an agreement with
the Portuguese authorities for them to
translate into and publish a Portuguese
version. We plan to explore this option
with other countries who might want a
copy of the journal in their own language.
Co-operation with the European Training
Foundation (ETF) in Turin will also con-
tinue. The ETF has made a valuable con-
tribution in bringing authors and perspec-
tives from central and eastern European
countries. There is much to be learned
form exchanges between eastern and
western Europe. The West has highly de-
veloped system of vocational education
and training linked to market economies.
The East is a tremendous source of inno-
vation as it seeks to build upon the
strengths of its own traditions in adapt-
ing to a new economic system.
The articles in this issue - our first not
devoted to a specific theme – support our
argument for a new approach.
In its articles this issue looks at the ques-
tions of the development of models for
companies anticipating skill needs; how
companies have worked to become
“learning organisations” and develop in-
novative competence development strat-
egies; mobility as a pedagogical tool; lan-
guage skills to overcome cultural barriersVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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to working in another Member State; a
particular Nordic approach to addressing
the problem of school “drop-outs”; and
over- and under-education.
Our “Debate” feature looks at the argu-
ment that supply factors have had a sig-
nificant impact on this trend, much more
so than greater skill demands within oc-
cupations. An argument which is tested
through a series of contributions looking
at the impact of the demand side and the
changing and increasing skill needs in
wide range of jobs.
The range of these topics illustrates the
breadth of the issues under consideration
in the field of education and training. The
Editorial Committee hopes that the new
format will provide the vehicle for many
of them to be thoroughly analysed and
discussed.
It will be for you, the reader, to decide.
The Editorial Committee
Farewell to Keith
With this issue we wish a fond farewell and the best of luck to Keith Drake. As a
member of the Editorial Committee of the European Journal for 6 years, Keith
brought his experience and talents to promote the journal’s quality and reputa-
tion.
The Committee gratefully acknowledges his hard work, his support to the Journal
and commitment to its success. All those involved in the production of the Jour-
nal, past and present, would like to offer him their thanks for his contribution to
its development, and to wish him every success for the future.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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Among those concerned with vocational
training policies and theories there is an
ongoing debate on how to determine skill
needs and what methods should be used.
Recently, interest has focused on ways to
determine skill needs in small and me-
dium-sized enterprises. Since investment
in human resources, as well as incentives
for capital investment, is becoming in-
creasingly important for the market sur-
vival and competitiveness of small and
medium-sized enterprises, it is argued that
these enterprises should identify their skill
needs at an early stage so that appropri-
ate training can be devised in good time.
The problem is that small and medium-
sized businesses do not - or only rarely -
have the capacity and resources to iden-
tify their skill needs, much less to cover
them. These businesses must rely on ex-
ternal support both to analyse their skill
needs and to provide training. To allow
regional providers of continuing training
to provide tailor-made training courses to
meet the requirements of small and me-
dium-sized businesses on the basis of the
most precise data available, vocational
training researchers have designed a
number of catalogues and checklists for
determining skill needs (cf. Bardeleben/
Stockmann 1993; Richter/Schultze 1997).
Moreover, the determination of skill needs
in enterprises has been part of, or even
been the stated aim of several research
projects in recent years - in particular
those promoted by the European Struc-
tural Fund (ESF).
On closer inspection, determining com-
pany skill needs is much more complex
than it would seem at first sight. Apart
from obstacles related to labour policy
Karin Büchter
Institute for Labour Market
Research and Vocational Aid
for Young People, Oldenburg
Guidelines for
determining
skill needs
in enterprises
The issue of skill-needs de-
termination is the subject of
debate on vocational train-
ing policies and theories.
Recently, particular atten-
tion has been paid to the
possibilities of determining
the skill needs of small and
medium-sized enterprises.
The latter rely on external
support for both the analy-
sis of skill needs and the
provision of skills.
and company structure, methodology
presents the greatest problems.
Resistance from within
the enterprise must be
reckoned with
Before commencing a demand survey,
close attention should be given to who
initiated the research. Was it a certain group
of enterprises or one enterprise, was it
training providers wishing to improve the
demand for their courses, or was the
project commissioned by institutions such
as Chambers or Labour Offices, or was it
designed by a research group on its own
initiative. If an enterprise has expressed a
need for greater skills, it should be easier
to convince management of the need to
analyse requirements. Less time and fewer
resources should be necessary since the
need for skills is at least vaguely perceived
and can be stated relatively clearly. Per-
suasion is called for if the initiative for a
skill-needs analysis did not come from one
or a group of enterprises.
It should also be borne in mind that
awareness of qualifications and staff skill
requirements differs considerably from
one enterprise to another. While some en-
terprises - the bigger ones especially -
have now accepted a ‘skill orientation’
(Mahnkopf, 1990), and systematically plan
and organise qualification processes, small
and medium-sized enterprises deal with
qualification matters - if they deal with
them at all - more in the course of the
day’s business, intuitively and situationally
(cf. Büchter, 1998).VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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For some enterprises the marginal signifi-
cance of skills poses no problem at all.
Some enterprises have found ways of solv-
ing skill shortages through job rotation,
impromptu training, etc. They do not in-
vest in staff training measures because
experience has taught them that they can
get by quite well with their customary
methods of coping with staff or skill short-
ages.
It is not only lack of interest or reluctance
to provide training which leads enterprises
to underestimate the importance of skills.
Organisational features or work-structure
patterns, for example lack of openings for
qualified staff or the use, due to a short-
age of resources, of obsolete technology
requiring lower skill levels, tend to ad-
versely affect the level of skills. A lack of
training courses can also be a factor.
Against this background no analysis of
requirements can be expected to supply
a large volume of sophisticated quantifi-
able data on future skill needs. It must
concentrate on consciousness-raising, in-
terest in staff skills, individual enterprises’
specific structures and social contexts in
which skills deficits occur or the applica-
tion of skills is hampered. Methods for
determining skill needs in an enterprise
must be chosen on this basis.
Methods of data collection
should be thought through
and compared before one
is chosen
Even the most well-intentioned attempts
to establish skill needs in small and me-
dium-sized enterprises frequently amount
to nothing. An important reason for this
is the limited extent to which develop-
ments can be predicted and future train-
ing needs anticipated. Future skill needs
can usually only be established on the
basis of considerations of probabilities,
estimates, extrapolation of past experi-
ence or on the basis of general trends. It
does not pose a great problem where
there is a specific reason for defining skill
needs - for example because a new com-
puter program is being introduced which
requires specific skills, which the firm’s
employees do not have, or because ac-
cess to foreign markets makes language
skills a new priority. It is much more dif-
ficult to define future requirements when
an enterprise is to be reorganised, but the
effects of reorganisation on skill needs are
still unforeseeable. Under these conditions
any forecast is speculative. Preventive
skill-demand analyses in the context of
business reorganisation often involve such
high error levels that they cannot serve
as a sound basis for planning training
schemes. Analyses of qualification defi-
cits become somewhat reliable only when
the lack of skills has already become ob-
vious. In this case, however, determining
skill needs is no longer a matter of fore-
casting. It reflects the status quo. This nec-
essarily entails a delay in the upgrading
of skills. In this situation, training pro-
viders are often under heavy pressure to
speed up planning and implementation
of training. This carries the risk that the
necessary skills only become available
when the skill shortages have already had
negative consequences. This time lag
sometimes forces enterprises to seek other
solutions, which at worst means abandon-
ing additional training requirements.
However, it would be wrong to assume
that skills can only be made available to
enterprises after a long delay. This would
imply that demands for skills are objec-
tively prescribed by conditions to which
personnel and skills have to adapt. In this
connection, however, it should be remem-
bered that technological and organisa-
tional changes interact with skills, as in-
dustrial sociologists have been pointing
out since at least the early 1980s (cf. Kern/
Schumann, 1984; Malsch/Seltz, 1987). In
the face of the different options in apply-
ing technology and patterns of work or-
ganisation, the existing skills potential in
an enterprise can suggest a certain con-
cept of technology and pattern of work
organisation. Seen in this way, skill needs
are an elastic quantity, susceptible to so-
cial policy.
Skill needs are most read-
ily determined by discus-
sion and analysis of prob-
lems.
Theoretical debates on methods for de-
termining skill needs increasingly indi-
“Even the most well inten-
tioned attempts to establish
skill needs in small and me-
dium-sized enterprises fre-
quently amount to nothing.
An important reason for
this is the limited the extent
to which developments can
be predicted and future
training needs anticipated.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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cate that skills can be determined best
through dialogue (Richter/Schultze, 1997)
since skill needs are neither constant nor
self-evident. ’The demand is not simply
there, but must be seen and defined (or
delimited), and determined’ (Neuberger,
1991, p.164). Skill needs are, therefore,
a social construct in which the interests,
perceptions and interpretations of those
who define them play a significant role.
When the social dimension of skill needs
is made the focus of study, it becomes
obvious that the process of determina-
tion is socially controlled and subject to
social influences. From this point of view
the determination of skill needs is not
simply a matter of measuring facts, but
also of discussing, interpreting, negoti-
ating and perhaps even awakening a
demand for skills.
Purely standardised questions about skill
needs will not therefore provide the de-
sired results. In the first place there is a
tendency in this case to inquire about
elements of skills which can only be
based associatively and arbitrarily on
general or abstract labour market, voca-
tional training and skills forecasts. This
happens, for example, when possible an-
swers to common questions are provided.
Thus the question ‘which skills will your
staff need in future?’ is followed by
choices such as ‘computer skills’ or ‘so-
cial skills’. These questions can be lead-
ing questions. Who, in today’s world,
would not claim that computer skills or
social competence are important for their
staff?
In the second place, standardised ques-
tions can mean that other, equally im-
portant but less obvious, skills are ne-
glected. Latent or informal skills, in par-
ticular, are difficult to formulate. In fact
it is often assumed that the skills to be
determined are fairly apparent and for-
mal. For work processes to function,
however, skills are needed which are not
immediately observable. Sometimes they
are not articulated, and sometimes they
cannot even be articulated (cf. Staudt/
Kröll/Hören, 1993). They include the so-
called informal, mental pre-dispositions
such as experience, subjective prefer-
ences in decision-making - the ‘tacit
skills’. Their analysis demands a special
methodological approach.
Standardised surveys can only serve to
‘open the door’ in that they are limited to
structural data and variables of organisa-
tion such as number of staff, etc. The main
survey should include qualitative proce-
dures which may be resource-intensive
and unrepresentative, but which as a rule
will provide more valid data and allow
deeper insight into the problems of an
enterprise, and into its constraints and
potential. To gather reasonably valid data
which can serve as a basis for drafting
training schemes, comprehensive case
studies and problem-oriented analytical
procedures should be given preference
over standardised methods.
Any analysis of skill needs
should be limited to a
small area of investigation
In view of the intense and time-consum-
ing demands they make, qualitative analy-
ses of company skill needs should be lim-
ited to a small section of the enterprise,
such as a work team or a relatively small
department. This section should be de-
fined after detailed analysis of the situa-
tion and of the problems to be faced, be-
fore commencing the actual analysis of
requirements.
Interviews and observation provide the
best approach. Where enterprises can ar-
ticulate clearly definable skill needs, a
complex field analysis is superfluous. A
research project, on the other hand, in-
volving analysis of possible causes of
problems in an enterprise to show
whether they include skill deficits, de-
mands a sophisticated analysis of the area
of research. Priority should be given to
observation of the following areas: activi-
ties (allocation of tasks, spheres of com-
petence, room for decision-making, too
much or too little responsibility), organi-
sation (working procedures, division of
labour, cooperation with other sections
of the enterprise), working atmosphere
(relations among members of staff, atmos-
phere and cooperation in the group), and
the attitudes of supervisors (recognition,
support, surveillance, motivation) (cf.
Nieder, 1993).
Field analysis is worthwhile avoiding, as-
suming a priori that problems in an en-
“Theoretical debates on
methods for determining
skill needs indicate increas-
ingly that skills can be de-
termined best through dia-
logue (Richter/Schultze,
1997) since skill needs are
neither constant nor self-
evident. The demand is not
simply there, but must be
seen and defined (or delim-
ited), and determined.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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terprise are due to a lack of staff skills if
they could be caused by other operational
policies. Not every problem an enterprise
faces is one of skill deficits. Problems
readily attributed to staff skill shortages
can very well stem from the application
of technology, patterns of work organi-
sation, decision-making processes or staff
assignment. Personalities and styles of
management can also cause an enterprise
problems. Management based on a false
assessment of people is often linked to
the assumption that staff are chronically
underqualified, whereas in reality man-
agement can also be prone to skills short-
ages.
The perspectives and in-
terests of different mem-
bers of the section under
investigation must be
taken into consideration
It is essential to supplement observations
by interviews with all the members of the
section under investigation. A field analy-
sis of activities, organisation, working at-
mosphere and management style and of
problems and the need for solutions in
these areas cannot be accomplished
merely by interviewing management or
experts. These would show only part of
the picture.
A survey of skill needs or of problems
relating to a specific section only target-
ing management could aggravate the dan-
ger of refusing to acknowledge deficits
or of linking problems to certain individu-
als in the enterprise. In order to avoid
this, as many perspectives as possible
should be included in the analysis. Dif-
ferent members of the section can be in-
terviewed separately - which could pro-
vide more information thanks to the more
confidential atmosphere of the interview
- or in workshops, which can reveal dif-
ferent points of view in discussions about
working procedures and working rela-
tions, and can also show up points of
conflict and problems of communication
among the members of the group. These
can point to a need for continuing train-
ing among diverse people.
A problem-oriented analy-
sis of skill needs resem-
bles an action research
process
Action research methods could be con-
sidered for this type of ‘dynamic’, ‘dia-
logue-based’ or ‘problem-solution-ori-
ented’ procedure. Action research does
not aim to confirm or refute previously
defined hypotheses, such as ‘there is a
skill shortage in a certain enterprise or
section of an enterprise’, but aims, pri-
marily, to establish unconditionally what
problems exist, in order to achieve a so-
lution acceptable to all concerned for the
future organisation of structures, proc-
esses and skills demands. Action research
is ‘comparative investigation into the de-
terminants and effects of various forms
of social activity – investigation leading
to social action’ (Lewin, 1964, p. 280).
For a long time action research projects
were applied mainly in educational fields
such as schools, social work and adult
education. In recent years, however, busi-
ness management, including personnel
management, which have traditionally
been considered basically applied sciences,
have been taking notice of this method
(cf. Nieder, 1993). Sattelberger (1983) and
Stiefel/Kailer (1982) explicitly mentioned
the advantages of action research in their
debates on methods of determining edu-
cational requirements. It increases intui-
tion and sensitivity in perceiving and as-
sessing problems, improves methods of
problem-solving behaviour, and increases
willingness to accept responsibility for
implementing possible solutions.
Complex skill demand
analysis procedures,
which bind resources, re-
quire a high rate of accept-
ance
If a skill demand analysis is indeed to be
carried out using this expensive method,
it is important that the procedure be ac-
cepted by those involved. This is espe-
cially true when the project has been sug-
gested to the enterprise by outsiders rather
“Management based on a
false assessment of people
is often linked to the as-
sumption that staff are
chronically underqualified,
whereas in reality manage-
ment can also be prone to
skills shortages.”
“Action research methods
could be considered for this
type of ‘dynamic’, ‘dialogue-
based’ or ‘problem-solu-
tion-oriented’ procedure.
Action research does not
aim to confirm or refute
previously defined hypoth-
eses, such as ‘there is a skill
shortages in a certain en-
terprise or section of an en-
terprise’, but aims, prima-
rily, to establish uncondi-
tionally what problems ex-
ist, in order to achieve a
solution acceptable to all
concerned for the future or-
ganisation of structures,
processes and skills de-
mands.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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than being commissioned by the enter-
prise itself. In the first place, the research-
ers are dependent on the approval of com-
pany directors and on the participation
of the members of the section, its manag-
ers and employees. It should also be
borne in mind that personnel managers,
or supervisors usually responsible for per-
sonnel and skills, can view a large-scale
investigation of requirements, involving
the relatively frequent presence of out-
siders, as interference in their spheres of
competence and activity. This may put
them under intense pressure to prove
themselves.
In the second place, it is possible that, in
the course of the analytical process, prob-
lems will be revealed which had been
more or less suppressed in the everyday
operation of the enterprise until then.
Confrontation with such ‘sore points’
could cause defensive or blocking behav-
iour to impede the subsequent processes
of problem solution or organisation. This
could be the case, for example, where
the problems are due more to manage-
ment attitudes cause than to a lack of
expertise or social competence on the part
of the staff.
In addition, action research, conducted
professionally, is always followed by
changes in the whole or in part of the en-
terprise. This prospect can lead to feelings
of insecurity, since those involved cannot
foresee to what extent they may have to
give up familiar structures or habits.
An essential pre-condition for acceptance
and participation is that expectations
aroused by the process of demand analy-
sis should not be disappointed. These
must be clearly defined and agreed on at
the outset. It should be remembered that
the more complicated the project and the
larger the need for employee participa-
tion, the greater the expectations with
regard to corrective measures. An analy-
sis which comes to nothing, which does
not result in any further action, makes the
whole procedure seem a farce. For this
reason it is absolutely essential to make
provision at the outset for rectification of
any skill shortages revealed by the analy-
sis (e.g. to provide a venue and teaching
staff). An exaggerated delay between the
analysis of skill needs and delivery of the
necessary measures could make the en-
terprise lose interest, and those involved
could relapse into old structures or resort
to traditional solutions.
Interviewers must be aware
of their role and function.
Action research means that researchers
give up their isolation and cooperate with
the interviewees of an enterprise to initi-
ate a process of reflection. The researcher
thus participates actively in the process
of identifying and solving problems. ‘Re-
searchers can themselves become play-
ers. They do not, however, enter a real
situation just briefly. They accompany the
process of change or problem-solving
over a lengthy period of time, from the
initiation of change or the identification
of the problem to its solution or even to
consolidation.’ (Kirsch/Gabele, 1976, p.
20). Researchers are not mere gatherers
of data or ‘medicine men’, any more than
the members of the section under scru-
tiny are passive objects of research. While
researchers accompany the process as ob-
servers and reflectors (i.e. reflexively and
reflectively) (cf. Kappler, 1979, p. 48), the
interviewees are aware of their responsi-
bility for problems and their solutions. By
definition researchers ‘1. do not enter a
situation only to ask opinions - they fol-
low a social process over a length of time
as participants and help to stimulate it; 2.
do not work with isolated individuals, but
with groups in their social environment;
and 3. not only inform these groups about
the purpose of the investigations, but also
involve them in evaluating and assessing
the findings’ (Haag, 1975, p. 65).
Researchers bear significant responsibil-
ity and must be competent to perform
their task. They must weigh their ap-
proach carefully and adapt it to local con-
straints (time limits, resistance to moderni-
sation, etc.). They must explain the project
step by step to those involved and antici-
pate possible resistances and problems of
acceptance. These must be addressed so
that commitment and consensus are as-
sured.
Finally, it should not be forgotten that a
problem-oriented cataloguing of needs
will take a relatively long time. Observa-
tion and interviews, discussions and feed-
back mean lost man-hours for the enter-
“An essential pre-condition
for acceptance and partici-
pation is that expectations
aroused by the process of
demand analysis should
not be disappointed. These
must be clearly defined and
agreed on at the outset.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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prise. The amount of time needed for the
investigation should, therefore, be nego-
tiated and justified before it starts. Super-
fluous questions and mountains of infor-
mation should be avoided as much as
possible.
Feedback on results should
be part of the process
Feedback on preliminary results is an es-
sential part of the whole process of analy-
sis. New data must be presented and dis-
cussed with groups of those involved. This
is basically a question of feeding back
information to the interviewees. ‘In this
way researchers can avoid misinterpreta-
tions by learning interviewees’ interpre-
tation of results. Results for which re-
searchers lack background knowledge can
be explained correctly. In addition, this
procedure provides an opportunity to
cover points which could not be included
in the interviews’ (Nieder, 1993, p.199).
The purpose of survey feedback is above
all for everyone to identify problems and
to establish objectives. Well-compiled data
make it possible to check where the prob-
lems arose and whether there is indeed a
need to improve skills, where improve-
ment is needed, to what extent needs can
be defined, etc.
Survey feedback sessions should not be
conducted at the end of the analysis, but
repeated throughout the process. The in-
troduction of rapid gradual feedback ena-
bles interviewees to influence what is re-
corded as significant. This active partici-
pation can increase willingness to coop-
erate constructively. ‘When those involved
see that they are not being exploited as
mere conveyors of data, but that their in-
put really does lead to changes to their
advantage, they will take part with more
enthusiasm in the next stage of the inves-
tigation’ (Neuberger, 1991, p.248).
The determination of skill
needs should be under-
stood as a continual learn-
ing process
The aim of a skill demand analysis de-
signed as an action research process
should be to stimulate sensitivity in per-
ceiving and assessing work problems or
the value of skills for problem-solving.
This awareness should endure after the
process of analysis is complete. The ob-
jective is not to initiate a one-off consid-
eration of problems or isolated identifi-
cation of deficits in a section of the en-
terprise or of its skill needs. Seen in this
way, the analysis of requirements should
immediately translate into a continual,
long-term process of problem identifica-
tion and change in sections of the enter-
prise. This can only work, however, when
essential pre-conditions are fulfilled. The
process of analysis initiated by the
researcher(s) must proceed successfully
and its purpose and usefulness be ac-
knowledged. When the problems discov-
ered jointly have been generally recog-
nized as such, when the demand for skills
been accepted as such, and when the
subsequent process of change or the ac-
quisition of skills has finally had a posi-
tive effect, it is to be expected that those
involved will be ready and willing to take
over control of problem-solving proc-
esses. The success of skill-needs deter-
mination designed as a learning process
could be measured, above all, by the way
in which the abilities of members of the
section investigated are reinforced so that
they can react to future challenges in a
new, more independent and more com-
petent way.
This only makes sense, however, when
these abilities also provide inspiration for
other sections of the enterprise. Even if
the analysis is conducted in a small, de-
lineated investigation of one section, it is
never isolated from other bordering sec-
tions, i.e. other departments of the enter-
prise, or indeed the regional environment.
Analyses of skill needs
should involve other play-
ers in the enterprise and
in the region
It makes little sense to improve employ-
ees’ sensitivity to company problems or
to skill deficits in one small section of
the enterprise if the working environment
continues to function along the old lines
of procedure, attitude and structure. Les-
sons are only remembered in the long
“The aim of a skill demand
analysis designed as an ac-
tion research process
should be to stimulate sen-
sitivity in perceiving and
assessing work problems
or the value of skills for
problem-solving. This
awareness should endure
after the process of analy-
sis is complete. The objec-
tive is not to initiate a one-
off consideration of prob-
lems or isolated identifica-
tion of deficits in a section
of the enterprise or of its
skill needs.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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term if there is leeway for intervention to
influence external factors which affect the
section investigated.
Here attention should be paid to the in-
terdependence of skills and technical or-
ganisation, i.e. to personnel capabilities
affecting how technology and work pat-
terns are organised. For this reason, it is
worth considering the usefulness of in-
cluding technical planners in the initial
analytical process, or at least in the phase
of feedback and discussion of results. For
some years large enterprises in core in-
dustries have been utilising approaches
and concepts to integrate and synchro-
nise planning processes involving invest-
ment, technology and skills. One advan-
tage of linking technical and skills plan-
ning is that staff are informed at an early
stage of technical innovation projects. This
gives them the opportunity to think about
the effects of new technology and to ar-
ticulate their own concerns.
In-company or regional education provid-
ers should have a chance to participate
in the process of determining skill needs.
Since small and medium-sized enterprises
are dependent on regional education and
training provision, it is necessary to pro-
vide opportunities at regional level for
communication and the exchange of ex-
perience between enterprises and provid-
ers. In recent years several interesting
projects have focused on improving com-
munications and cooperation between
small and medium-sized enterprises and
training providers (cf. Gnahs, 1995;
Wegge, 1995; Dobischat/Husemann,
1997). This is an essential pre-condition
for remedying perceived skills deficits and
demands for better qualifications in small
and medium-sized enterprises.
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Introduction
Competence development is seen as one
of the critical strategic factors ensuring
companies’ competitiveness. This has
given rise to much discussion on how to
create organisational and learning envi-
ronments, such as learning organisations
and knowledge-based companies, which
foster employees’ skills and sense of ini-
tiative and responsibility. This article ex-
amines the experiences of a number of
European manufacturing and process
companies, which on the surface appear
to have similar innovative competence de-
velopment strategies. However, when
analysed more closely, it emerges that
these firms have different perspectives on
the position competence development
holds in the hierarchy of company values
and strategies. The kinds of competences
developed in these companies and the
learning approaches used are also dis-
cussed.
Building “learning
organisations” and
“knowledge-based
cCompanies”
Two images used by companies to envis-
age how they should think, plan and act
to-day are - “the learning organisation”
and “the knowledge-based company”.
While the theories underlying these two
concepts differ, there is a similarity in that
both highlight the need for a modern
enterprise to be continually open to its
Building learning
organisations:
Putting theory to test
- Lessons from European
companies
The experiences of a
number of European manu-
facturing and process com-
panies, which on the sur-
face appear to have similar
innovative competence de-
velopment strategies. When
analysed more closely, they
clearly have different per-
spectives on the position
competence development
holds in the hierarchy of
company values and strat-
egies, the kinds of
competences developed in
these companies and the
learning approaches used.
evironment so as to import (learn) new
knowledge and, more importantly, to
transform this knowledge and create new
knowledge, making it part of the compa-
ny’s unique “know-how”. It is through
focusing on increasing its knowledge - its
intangible assets - in the form of techno-
logical and organisational innovativeness,
responsiveness to markets and the com-
petence of staff that a company becomes
effective and gains an advantage over its
competitors. A key issue in this regard is
devising new ways of creating and dis-
tributing knowledge by means of effec-
tive competence development strategies,
so that everybody shares it and everybody
in the organisation is learning - the com-
pany becomes a “learning organisation”.
There are many definitions of a “learning
organisation” Some authors stress the
notion of an organisation as a cybernetic
entity which learns from its experiences
through encoding the insights gained into
company routines. Other authors, point-
ing out the failures of many learning or-
ganisation notions to bridge the gap be-
tween theory and practice, prefer to fo-
cus on developing individual learning
abilities in relation to specific company
goals and change processes, which in turn
have an impact on the organisation as a
whole (Garvin, 1993 and Jones & Hendry,
1992).
The main focus in the learning organisa-
tion model presented by Stahl, Nyhan, and
D’Aloja, (1993) is on all employees in a
company learning in a systemic or global
organisational context. Organisational ef-
fectiveness and individual learning are
seen as interdependent factors. Organi-VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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sational effectiveness provides an impe-
tus for individual learning, while the lat-
ter in turn contributes to an increase in
organisational effectiveness. A learning
organisation according to this model can
be described as: a company which in-
volves all its members in increasing or-
ganisational and individual effectiveness,
through continuously reflecting on how
strategic and everyday tasks are handled.
If this model is implemented in an ideal-
ised situation, line workers are learning
as a result of being assigned challenging
tasks and through being assisted to re-
flect continuously on those tasks, to learn
from them. The work content therefore
becomes the learning content, as work
and learning become part of a constant
improvement spiral. This has an impact
on the competence level of individual
workers, the collective learning of work
groups and the total organisation.
The key pieces of evidence which show
that a company relates to the above frame-
work are that:
o line production employees have a high
level of autonomy and control over the
execution of their work tasks; and
o they are supported using these work
tasks as opportunities for continuous
learning and competence development.
The manner in which work is organised
ensures that all individuals are learning
about their roles and responsibilities and
how these relate to other roles within the
overall system.
The real changes taking place at a “grass
roots” level are a sign that a total organi-
sational change has taken place and that
a management philosophy integrating
working and learning has permeated the
whole organisation - a management vi-
sion has become a “vision in action”.
These changes relating to the “parts” of
an organisation have to be seen in the
context of “the whole system”. The man-
ager’s main responsibility is to ensure that
the organisation as a whole is operating
and learning effectively internally, and
that it is interacting effectively with (and
learning from) the outside environment
in relation to customer needs and moni-
toring positive and negative influencing
factors. This means that the manager has
Table 1:
The companies studied
1. Clark - Hurth - the Belgium subsidiary of an American company, which
manufactures heavy transmission units
2. Aluminium Dunkerque - a French aluminium plant which is part of the
Pechiney group.
3. Autoplastique - a pseudonym for a French company manufacturing plastic
components for the automobile industry.
4. Manducher - a French plastics company supplying the automobile industry.
5. Audi/VW - the well known German car manufacturing company.
6. Felten & Guilleaume - a German electrical engineering company.
7. Bord na Móna - a semi-state peat production company in Ireland.
8. Sara Lee - a Dutch subsidiary of an American consumer products company.
9. B&T (Byggtransportekonomi) - a Swedish mechanical engineering com-
pany
10. Volvo Auto (Uddevala) - a Swedish car manufacturing plant which has been
the subject of much discussion.
11. Cadbury - a British chocolate manufacturer.
1) For more detailed information on
this project see: Docherty, P., and
Nyhan, B., (Editors), Human Compe-
tence and Business Development –
Emerging Patterns in European Com-
panies, London, Springer Verlag, 1997.
This article is based on the findings
related in that book and on a article
entitled “Learning and the Workplace:
Perspectives on Competence Devel-
opment in European Companies”,
delivered by the author at a confer-
ence entitled: “Global Competences -
Workplace Outcomes” at Darling Har-
bour Convention Centre, Sydney,
Australia, 1995.
to be a “systems thinker” promoting an
understanding of the company in terms
of causal interrelationships (internally and
externally) rather than linear cause-effect
chains, and in terms of complex processes
rather than static functions (Senge, 1990).
Putting theory to the test -
experiences of European
companies
What would companies implementing
radical competence-development strate-
gies, along learning organisation or
knowledge-based company lines, look
like? How would they formulate these
strategies? What development steps would
they go through? What would be the na-
ture of the competences cultivated in the
workforce? What kinds of learning ap-
proaches would these organisations use?
The results of a European research
project1 presented here show how eleven
large companies are adopting innovative
competence development or learning or-
ganisation strategies. The company case-
studies are from seven European coun-
tries - Belgium, France (3), Germany (2),
Ireland, The Netherlands, Sweden (2) andVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
16
the United Kingdom (see table 1). (Case-
studies were restricted to the above coun-
tries in northern Europe on the basis that
those countries were better able to pro-
vide examples of companies which illus-
trated the variety of strategic and com-
plex issues underling the implementation
of the learning organistion concept. The
limitations of this selection process, there-
fore, should be kept in mind when as-
sessing the validity of this study from an
overall European perspective)
Table 1: The companies studied
The eleven companies were analysed in
relation to a common framework, depict-
ing different levels of progression in the
adoption of competence-based strategies
(see table 2).
Table 2: Levels of progression
The eleven companies fitted into the
framework as follows:
o Level one: three of the eleven,
Autoplastique, B&T and Clark Hurth, pro-
vide examples of companies which have
incorporated innovations in their existing
structures to respond to problems they
are experiencing, without undergoing a
radical structural or management transfor-
mation. These companies adopted what
can be termed a “contained competence
development” approach within more or
less traditional management control
frameworks.
o Level two: three others, Audi-Volks-
wagen, Cadbury, and Felten & Guil-
leaume, illustrate the successful importa-
tion of a “state of the art” management or
organisational model, entailing a company
transformation with a major emphasis on
competence development.
The change which took place was based
on the successful adoption of an exter-
nal model as distinct from being driven
by an internal company-inspired innova-
tion. For that reason, therefore, these com-
panies are classified as “secondary mov-
ers”. The change process is based on the
implementation of existing “best practice”
management and learning systems and
structures. The change in these compa-
nies is, therefore, fundamentally at a struc-
tural/organisational level.
o Level three: five companies can be
said to have adopted radical business
policies based on a maximum develop-
ment of the competences of their front-
line workers. These companies have
adopted business strategies which en-
shrined competence development as a key
value. The change process in these com-
panies started as a result of an internally
generated company vision, giving rise to
the adoption and application of “Compe-
tence-Based Values”. These companies
which can be termed “prime movers” in
the change process are Aluminium
Dunkerque, Bord na Móna, Manducher,
Sara Lee and Volvo.
Features of competence
based strategies in the
companies
This section is mainly devoted to an analy-
sis of the key features emerging in the
visionary companies which allows one to
characterise them as competence-based
companies or learning organisations.
Table 2:
Levels of progression in the adoption of competence-
based strategies
Level one (bottom level) - problem-solving perspective
This represents a view of competence development as a means of introducing
new problem-solving processes in a company to meet its current needs. This could
involve the introduction of new tools, equipment or operating systems. A radical
evaluation and overhaul of current management and organisational strategies and
models, however, does not take place. The impact of competence development is
mainly confined to the worker / shop-floor level.
Level two (middle level) - organisational model perspective
This relates to the adoption of radical organisational models or management strat-
egies such as TQM, World Class Manufacturing Systems which demand compe-
tence development on an organisational level, involving all managers and employ-
ees. The central feature of the change taking place is the adoption of an external
organisational model.
Level three (top level) - visionary perspective
This entails a radical shift in the company’s values concerning the roles and re-
sponsibilities of all employees in the achievement of the company’s business goals.
The implementation of the new company vision is based on the competence of the
workforce. The chief executive of the company plays the key role in articulating
and gaining company-wide acceptance of the new vision.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
17
The five central features, which can be
found in the vision-based companies and
to a lesser extent in the others, are as fol-
lows:
o dynamic visionary leadership and sup-
port by senior management;
o willingness to risk putting one’s faith
in the competence of the workforce;
o existence of an overall framework for
the change process;
o creation of a shared vision based on
the implementation of a vertical organi-
sational change programme;
o development of and commitment to a
practical programme.
Dynamic visionary leadership and
support by senior management
All of the five companies at level three,
classified as “prime movers”, had inspir-
ing senior management who adopted a
new mind-set concerning the degrees of
freedom and control to be exercised by
employees. The key driver in the change
process was in the first place, the Chief
Executive of the company. Heads of the
Human Resource Development Depart-
ment could initiate real change only on
condition that they received total back-
ing from the Chief Executive. The signifi-
cant part played by the Chairman and
Directors in initiating change is clearly
illustrated in the case of Aluminium
Dunkerque, where the new plant was
deliberately designed from the start to give
prominent roles to front-line production
workers.
Manducher illustrates how the close co-
operation and trust between the Chief
Executive and the newly recruited Per-
sonnel Manager facilitated an effective
change process. The Senior Management
of Sara-Lee reinforced their new company
orientation through ensuring that an en-
vironment was fostered in which Middle
Management (Business Units Managers)
felt fully involved in the company’s deci-
sion-making process. The Autoplastique
case illustrates a solution, which many
managers may be tempted to adopt - in-
troducing new production and learning
techniques within a traditional manage-
ment framework - “putting new wine into
old bottles”. The result in Autoplastique
was an uneasy co-existence of prescrip-
tive “closed” management strategies
alongside “open” learning practices. This
is not an ideal framework for sustainable
development.
Willingness to risk putting one’s faith
in the competence of the workforce
The willingness to risk depending on the
competence of employees, as a key to
ensuring the future of the company, is a
common feature, which can also be found
in the companies effecting real change.
The Bord na Móna company illustrates this
very well. “Risk taking was a central fea-
ture of the new Bord na Móna, with a
creative tension between the old control
and the new autonomy of the teams. This
meant a total culture change for the com-
pany, which involved setting up consen-
sus within the groups, carving out their
own identity and direction and transfer-
ring leadership to teams”. Team-based
activities were not new to the company -
what was new was the focus on, and cen-
trality of teamwork. Even though this risk-
taking resulted in a “fragile consensus”
with the impact of the new values still
reverberating within the company, the
strong feeling of the workers after six
years was that “there is no going back”.
Existence of an overall framework
(building on traditions and utilising
new research findings)
The change process in most companies
took three to four years, from the “start
up” phase to the achievement of a sig-
nificant objective. There are no examples
of overnight “re-engineering”. The motto
summing up the development process
therefore was “evolution not revolution”.
In this long-term context, a soundly based
framework is required to keep the project
on the right track. This was provided
through broad conceptual organisational
change models, either developed inter-
nally or mediated to the company by ex-
ternal consultant agencies or through par-
ticipating in National Development Pro-
grammes. In this respect, the two Ger-
man companies Felten & Guilleaume and
Audi/VW benefited from their participa-
tion in the National “Arbeit und Technik”
programme which set out to research and
“The change process in
most companies took three
to four years, from the
‘start up’ phase to the
achievement of a signifi-
cant objective. There are no
examples of overnight ‘re-
engineering’. The motto
summing up the develop-
ment process therefore was
‘evolution not revolution’.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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develop new qualification models to re-
spond to the introduction of new tech-
nology and new forms of work organisa-
tion. Aliminium Dunkerque relied on
Socio-Technical Design thinking and drew
on the theoretical work on “l’Organisation
qualifiante” (Learning Organisation) de-
veloped by French researchers such as
Phillipe Zarifian (1993).
Creation of a shared vision based on
the implementation of a vertical or-
ganisational change programme
The success of the change process in Bord
na Móna can be attributed to the devel-
opment of “informal understanding and
mutual respect” between employees and
management. This is the issue, which is
at the heart of the notion of implement-
ing a “vertical organisational change” -
everybody in the company is involved in
a significant way. The notion of creating
“shared visions” is crucial in this regard.
Sara-Lee focused initially on developing
“shared visions” and values on a com-
pany-wide basis and within each Business
Unit. This created a basis for setting per-
formance standards for individual job-
holders who then saw themselves as “part-
ners in business”. The extensive discus-
sions which took place between the Trade
Unions and Management in Bord na Móna
allowed the company to formulate a
shared vision which gave rise to the motto
“Teams - Partnership for Progress”. Other
methods used to ensure the commitment
of everybody in the firm were the utilisa-
tion of pilot/experimental projects in the
start-up phase and the establishment of
cross-functional teams.
Commitment to and development of
a practical programme
The attainment of long-term ambitious
goals is dependent on paying attention to
the methodical and detailed steps, which
have to be taken. This entails a commit-
ment to planning, to “follow-through”,
implementing and reviewing each stage,
as well as allocating sufficient financial and
human resources to the overall project. The
Human Resource Development Depart-
ment in Sara Lee received a strong man-
date from Senior Management and was
therefore allocated sufficient resources to
design and implement a radical pro-
gramme. Similarly in Manducher a person-
nel director was appointed to draw up and
supervise the implementation of a long-
term programme. Felten & Guilleaume and
Audi/VW anchored their internal pro-
gramme to a wider national programme
which provided them with practical instru-
ments and tools.
New competence require-
ments and learning strate-
gies used in the companies
An outstanding feature of “the overall
competence” required by workers in the
companies portrayed, is the capacity to
understand and handle social/organisa-
tional and technological complexity in an
integrated manner. This kind of worker
is able to relate the specific tasks which
he/she is engaged in, at any moment in
time, to the overall task being carried out
by other members of the organisation.
This person therefore needs to have a
“helicopter” view of the organisation and
feel in contact with the different parts of
the system. These attributes were tradi-
tionally seen as ones which only man-
agement required.
Competence profiles - integration of
different competences
In line with the integrative frameworks
within which workers roles and respon-
sibilities have just been formulated, the
profiles of specific competences can best
be understood along four interconnected
axes. Overall competence can be por-
trayed as an integration of four different
kinds of competences, present to varying
degrees, depending on the nature of the
company. These are:
o cognitive;
o technological;
o business (entrepreneurial); and
o social (organisational).
Bord na Móna and Sara Lee laid special
emphasis on Business and Social Compet-
ences. For Bord na Móna this meant, in
particular, financial management skills
because an “understanding of basic fi-
nance was seen as central for the success
of the team”. Broad business management
skills, such as cost management, forecast-
ing, planning and in particular risk tak-
“An outstanding feature of
“the overall competence”
required by workers in the
companies portrayed, is
the capacity to understand
and handle social/organi-
sational and technological
complexity in an integrated
manner.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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ing, were also seen as essential. In Sara
Lee the emphasis was on employees de-
veloping an entrepreneurial spirit - a feel-
ing of “being a partner in the business” -
which is manifested through qualities such
as initiative and responsibility.
Learning processes to develop new
competences
The implementation of a practical learn-
ing programme was identified as one of
the pillars of a competence-based com-
pany. The companies varied considerably
in the ways in which they envisaged the
steps in an overall development process.
Six of the companies decided to imple-
ment extensive preliminary training or
pilot development programmes. The pur-
pose of preliminary training programmes
was to bring people up to a basic level of
technological or social skills, so that they
could participate in a more specialised
work-focused development programme.
The emphasis in preliminary programmes
was more on individual skills and learn-
ing often following a formal pattern. Pi-
lot programmes, on the other hand, had
more of an organisational focus and gave
companies the chance to try out and re-
fine their proposals before implementing
them on a wide scale.
Informal work-based learning approaches
played a significant role in at least eight
companies. In Audi/VW, for example, spe-
cial “learning-oriented flexible-manufac-
turing” cells situated in the real-work en-
vironment were used. Learning methods
include the use of “cognitive learning
strategies” such as “heuristic rules”. In
Volvo the notion of “workplace pedagog-
ics” refers to learning to think and work
in terms of what were termed “cognitive
wholes”. The informal learning strategy
put into operation by Aluminium Dun-
kerque initially entailed “planned on-the-
job learning”. Following on from this was
a continuous learning programme based
on the review of one’s performances in
“real-work situations”. Learning in teams
was co-ordinated by middle management
staff with the assistance of internal train-
ing facilitators and outside consultants. In
Felten & Guilleaume “learning circles”
were the focal point within which indi-
vidual and group learning needs were
identified and training programmes
agreed.
“Co-operative learning strategies” were
used by Autoplastique. This meant learn-
ing in one’s project team, where learning
was seen as a by-product of team work.
One-to-one learning approaches based on
a “learning contract” (“contrat de qualifi-
cation”) and coaching (“tutorat”) were also
used. One of the terms used to describe
informal learning in Manducher was
“close-to-the-job learning”. Experienced
workers who were called “multiplicateurs”
were designated to carry out individual-
ised training in special training rooms near
the workplace. Older (retired) workers
also acted as trainers on a part-time ba-
sis. The trainers in Clark Hurth identified
training needs by means of formal con-
tacts with work groups and informal con-
tacts with individual operators and tun-
ers. Technical work groups were set up
under the supervision of the trainers to
resolve special problems. With regard to
formal learning, Cadbury followed a
modular training approach to assist the
development of cross-trade technical skills
at craft level.
Conclusion
Detecting the difference between “es-
poused theory” and “theory in action”
Chris Argyris (1978) coined the terms “es-
poused theory” and “theory in action” to
make the distinction between what peo-
ple say they are doing and what they re-
ally do in practice. Reality often does not
match the rhetoric. This study affirms this
hypothesis. While most of the companies
examined described their behaviour as
being in line with forms of management
giving greater autonomy to employees
and supporting learning organisation
principles and actions, the reality for
three of these companies (displaying an
unwillingness to let go of traditional
“tight control” management and organi-
sational models) was very different. This
was true of many other companies which
identified themselves at the beginning of
this project as innovative competence-
development oriented companies, but on
examination did not bear up to the way
they described themselves. The frame-
work for evaluating the three different
levels of implementation of innovatory
practices, developed in the course of the
“The implementation of a
practical learning pro-
gramme was identified as
one of the pillars of a com-
petence-based company.
The companies varied con-
siderably in the ways in
which they envisaged the
steps in an overall develop-
ment process.”
“Reality often does not
match the rhetoric. This
study affirms this hypoth-
esis. While most of the com-
panies examined described
their behaviour as being in
line with forms of manage-
ment giving greater au-
tonomy to employees and
supporting learning or-
ganisation principles and
actions, the reality for
three of these companies
(displaying an unwilling-
ness to let go of traditional
“tight control” management
and organisational models)
was very different.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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project, could be a useful research in-
strument in evaluating the experiences
of companies in general.
A variety of pathways to achieve the
same goal
Another interesting conclusion to this
study is the variety of pathways which
the featured companies took to achieve
similar goals. Successful innovation can
originate from many different starting
points and follow a variety of pathways,
that is, providing all of the necessary
stages are gone through. This is illustrated
by the fact that while three of the compa-
nies, Aluminium Dunkerque, Manducher
and Volvo introduced new organisational
and learning models in a very logical
manner, beginning with the adoption of
new values and the drawing up of an
overall long-term plan, other companies
(in particular Bord na Móna) displaying a
responsiveness to events occurring within
the company – learning from them - went
on to implement radical solutions entail-
ing major changes in management’s atti-
tude towards the position of employees
as stakeholders in the company.
The fragility of social (human re-
source) innovation
Another concluding reflection on the
cases examined in this study, which is
linked to the last point above, is the fra-
gility of social or human resource inno-
vation. In the first place, opportunities to
implement the innovation process can so
easily be lost. This study has shown how
opportunities for radical innovation to
respond to modern business needs, which
were grasped by some companies, were
allowed to slip away by others. An inter-
esting example in this regard, not outlined
in the study, relates to the Cadbury com-
pany. A different Cadbury factory in the
same location as the one featured in this
study was also the subject of an innova-
tion exercise around the same time. How-
ever, the renewal process did not take off
there due to a combination of factors, one
of them being the inability of that com-
pany to move away from its traditional
adversarial industrial relations practices.
While one company took the opportunity
to move forward, its sister company did
not. Secondly, the study also shows that
social innovations that have taken ages
to build up can be destroyed very quickly.
The Volvo case, and to a much lesser de-
gree the other Swedish case, B&T, dem-
onstrated how easily achievements based
on enormous commitments and a great
deal of work were lost overnight.
Competence profiles
The competence profiles of the employ-
ees of the companies featured in this study
must be understood primarily in relation
to the context of the particular enterprise
they were working in, and only second-
arily in relation to formal public qualifi-
cation profiles. Employees were at the
same time being shaped by and shaping
this context. In the first place, the de-
mands on the company to establish work-
ing patterns to enable them to respond
to competition in a globalised market-
place determined the kind of competences
required of the workforce. Secondly, the
need for the company to devise effective
“long-term” strategies to respond to, and
indeed have an impact on the environ-
ment (or anticipate changes in the envi-
ronment) required individuals to play a
part in building the “collective knowl-
edge” or competence of the company and
at the same time reshaping/enhancing
their own competence profiles. (Nonaka
and Takeuchi, 1995).
The knowledge required by employees
in the study was, to use the terms of Erault
(1997), “personal” as distinct from “prepo-
sitional” knowledge. According to Erault,
prepositional knowledge is codified
knowledge which is given foundational
status by incorporation into publicly rec-
ognised qualifications. Personal knowl-
edge on the other hand “is acquired not
only through the use of public knowledge
but is also constructed from personal ex-
perience and reflection. It includes
propositional knowledge along with pro-
cedural and process knowledge, tacit
knowledge, and experiential knowledge
in episodic memory. This allows for rep-
resentations of competence, capability or
experience in which the use of skills and
propositional knowledge are closely in-
tegrated.” (Erault, 1997). This distin-
guishes an experienced-worker ( an ex-
pert with personal knowledge) from the
beginner-worker ( a novice possessing in
the main propositional knowledge).
(Dreyfus and Dreyfus, 1986.)
“This study has shown how
opportunities for radical
innovation to respond to
modern business needs,
which were grasped by
some companies, were al-
lowed to slip away by oth-
ers.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
21
How learning took place
In the light of the last point above, it is
not surprising that the predominant learn-
ing approach used within the companies
was situation-based learning. Although all
of this learning is grouped together un-
der the heading of “informal learning” in
this article, it would be a mistake to see
this as haphazard or unplanned learning,
(although there is a certain truth in the
statement that the best way to improve
learning in a company might be to change
the organisational culture and then the
learning would look after itself).
The key feature of the learning ap-
proaches of the visionary companies stud-
ied, was the planned provision of oppor-
tunities for collective and individual re-
flection on ways in which the company
could improve its performance, benefit-
ing in the long run both the company and
the individuals working there. In many
cases these reflections led to focused on-
the-job learning solutions based on “the
reflection-based learning cycle” with, for
example, an expert assisting a less expe-
rienced person to learn, but it also in-
cluded the introduction of formal learn-
ing (training) programmes where appro-
priate. The reason why the predominant
learning approach in the companies is
called “informal learning” is to highlight
the importance placed on “contextual
learning”, that is learning embedded in
the working process of the company as
distinct from formal context-free knowl-
edge. (While on the one hand much of
this knowledge could be seen as, what is
referred to as company-specific knowl-
edge, not having any benefit to the indi-
viduals in a personal career development
sense, it is also true that this learning did
provide individuals with “personal knowl-
edge” in the sense of Erault (or “core/key
competences”) which built up their spe-
cific occupational and general compet-
ences and promoted their “employability”
in modern labour markets
European values and traditions
While the companies examined, illustrated
the changing but continuing influence of
European industrial and human resource
values and policies in the business world
to-day, there are also clear signs that
globalisation trends are challenging these
values. Sparrow and Hiltrop (1994) iden-
tified six features of contintental European
human resource management traditions
which distinguish Europe from the USA.
In Europe, according to these authors,
there tends to be:
o more restricted employer autonomy;
o less stress on free-market processes;
o less emphasis on the individual with
more on the group;
o greater focus on workers rather than
management;
o increased role of ‘social partners’ in the
employment relationship;
o higher levels of government interven-
tion or support in many areas of human
resource management.
Most of the above features, can be found
to a greater or lesser extent in the com-
panies examined which placed a strong
emphasis on “high skill-level workers” as
the backbone of the enterprise. An im-
portant role was also assigned to collec-
tive trade union representation and the
influence of national government support
frameworks, be they financial and/or ad-
visory, could be seen in many cases. Al-
though the European emphasis on creat-
ing macro-societal frameworks to promote
social cohesion by means of government
industrial and social regulations, includ-
ing the importance of social partnership
and the protection of individuals rights,
were not explicitly discussed in any level
of detail in the study, they are underlying
the daily life of most of the companies
examined.
Nevertheless, it is also clear that global
free market competition is strongly chal-
lenging European (more specifically con-
tinental and Nordic) work-related values.
In this regard, globalisation is pressuring
all companies, that wish to compete in
world markets - and all markets are be-
coming global more and more - to devise
similar “state of the art” organisational
structures based on the concepts of effi-
ciency and flexibility, for example “world
class manufacturing”. The development of
flexible workers is, in many cases, a di-
rect challenge to the notion of “profes-
sion” or “occupation” (giving people an
“identity” or “role and characterised by
traditions, standards, values and member-
ship of a professional group) which is
broader than and different to, the com-
“(…) it is (…) clear that
global free market compe-
tition is strongly challeng-
ing European (…) work-re-
lated values. In this regard,
globalisation is pressuring
all companies, that wish to
compete in world markets -
and all markets are becom-
ing global more and more -
to devise similar ‘state of
the art’ organisational
structures based on the
concepts of efficiency and
flexibility, for example
‘world class manufactur-
ing’. The development of
flexible workers is, in many
cases, a direct challenge to
the notion of ‘profession’ or
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pany role. A short-term and too lopsided
view of the business dimension notice-
able in the competence profile of work-
ers can have a negative impact on overall
professionalism in the above sense.
In terms of competence profiles, the Eu-
ropean way (professional/occupational
identity approach), can be seen as situ-
ated midway between the individualistic
“job” orientation of the USA (project-based
and in line with a flexible unregulated la-
bour market) and the corporatist/company/
job for life perspective of Japan (in line with
the notion of the clan, family or cohesive
group and based on the internal flexibility
of the company). The challenge for Euro-
pean players (social partners, enterprises
and government) in the industrial, busi-
ness and vocational education and train-
ing areas is to find a way to modernise
companies so as they can compete in the
global market while at the same time not
loose sight of local, national and European
“societal” values and goals which provide
continuity and stability.
Some specific issues facing human com-
petence and business development in
Europe raised in this article and deserv-
ing of further study are as follows:
o the creation of frameworks bringing to-
gether the human resource development
(HRD) business orientation (in particular
the humanistic HRD schools) with the
vocational education and training (VET)
professional identity and personal devel-
opment perspective;
o building coherent “holistic” profes-
sional/occupational profiles (new profes-
sions/occupations) - including business
and societal perspectives - which are flex-
ible (broad enough and deep enough) to
deal with globalisation and which have
an in-built predisposition towards lifelong
learning (employability);
o designing learning strategies and cur-
ricula which can address the above;
o designing accreditation systems which
provide frameworks for interpreting the
above competence profiles, incorporating
the “personal knowledge” (Erault op cit.)
or “core/key competences” acquired and
so allowing for transferability to other
contexts;
o development of training professionals
who can carry out their new roles as
facilitators of learning within the context
of learning organisations where the line
management has responsibility for ensur-
ing that learning takes place;
o examining ways in which trade unions
find their role in the new modernised or-
ganisation finding a balance between in-
dividual and collective representation
methods.
“The challenge for Euro-
pean players (…) in the in-
dustrial, business and vo-
cational education and
training areas is to find a
way to modernise compa-
nies so as they can compete
in the global market while
at the same time not loose
sight of local, national and
European “societal” values
and goals which provide
continuity and stability.”
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Mobility
as a learning process
Introduction
“Mobility” is a frequently heard word in
the debate about vocational education and
training in Europe. All concerned parties
- from the European Commission to the
national governments and the social part-
ners - are agreed on the need to promote
mobility within the framework of EU edu-
cation and training programmes, and this
European consensus is also reflected at
national level, where many Member States
make strong efforts to integrate trans-
national mobility in their vocational edu-
cation and training systems.
This article seeks to trace the develop-
ment of mobility in the context of Euro-
pean co-operation and describe its func-
tion and try to give a picture of the present
“state of the art” in the field.
From “migration”
to “mobility”
Mobility has been an issue on the agenda
of European co-operation since the very
beginning. The Treaty of Rome (1957)
posits the free movement of persons as
one of the cornerstones of European de-
velopment, together with freedom of
movement for goods, capital and services,
and makes a number of concrete provi-
sions, in Articles 49-51, for bringing this
about, namely:
o the abolition of all technical barriers
to the free movement of workers in Eu-
rope;
o the setting up of a European network
of national labour market authorities to
facilitate job search across borders; and
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Mobility has been an issue
on the agenda of European
co-operation since the very
beginning. The Treaty of
Rome (1957) posits the free
movement of persons as
one of the cornerstones of
European development.
The aim being to bring
about economic growth by
creating a flexible work-
force of “migrant workers”
who could roam freely
across Europe. However,
the efforts invested into the
creation of a workforce of
migrant workers never paid
off migratory movements
remained consistently low
throughout the 60s, 70s and
80s. With the new EU mobil-
ity programmes mobility is
use not in a labour market/
migration framework, but
set in an education and
training context as a peda-
gogical tool to foster the ac-
quisition of a set of skills
which have in the course of
the last two decades come
to be perceived as being of
paramount importance.
1) The PIU is in charge of overall co-
ordination and development of the
Danish PIU-programme, which annu-
ally sends out around 1100 appren-
tices on long-term work placements
in other European countries.
o the creation of a special exchange pro-
gramme for young workers.
The free movement of persons is clearly
inscribed in a labour market context, and
the actual word used to designate this is
“migration”; the aim being to bring about
economic growth by creating a flexible
workforce of “migrant workers” who
could roam freely across Europe, much
after the model of the USA. During the
60s and the 70s the actions proposed in
the treaty were translated into action: le-
gal and administrative barriers were dis-
mantled, the SEDOC (now EURES) net-
work for European job search was intro-
duced, and as of 1964 the “Young Work-
ers’ Exchange Programme” (albeit on a
modest scale) began shifting young work-
ers across borders on placement projects
to give them a taste of living and work-
ing in other Member States than their own.
With the advantage of hindsight, however,
we can conclude that the efforts invested
into the creation of a workforce of mi-
grant workers never paid off, and the ac-
tual figures for the migratory movements
remained consistently low throughout the
60s, 70s and 80s. There are other, more
formidable barriers than the legal and ad-
ministrative ones. Moreover, it became
evident that the negative aspects of mi-
gration in terms of a “brain-drain” of al-
ready depressed areas and social and
infrastructural problems in target areas
may actually counterbalance its benefits.
Most importantly, however, it was real-
ised that migration was not even neces-
sary after all as a regulatory mechanism
for the economy and labour market. The
free movement of goods and capital cou-
pled with the technological development
has made it much easier to move produc-
tion to where the conditions (including
skills and salary levels of the work force)VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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are the most favourable instead of the
other way round. The development in the
Republic of Ireland affords an apt illus-
tration of this.
The “Young Workers’ Exchange Pro-
gramme” - in fact the first mobility pro-
gramme - remains alone on the scene for
nearly 25 years, until it was suddenly
joined by a spate of mobility programmes
from the late 80s and onwards. The name
of these are by now almost household by-
words on the European scene: Erasmus
(1987), Comett (1989), Petra II (1992),
Lingua (1990), Youth for Europe (1990),
Leonardo (1995) and Socrates (1995).
Even though the “Young Workers’ Ex-
change Programme” was incorporated in
these programmes (first as a part of Petra
II, later as an action under the Leonardo-
programme), there is no line of continu-
ity between the old programme and the
new generations. Given the limited im-
portance now attached to labour market
mobility, and given the rather poor re-
sults achieved in terms of actual migra-
tory movements, it would make little
sense to invest further in mobility pro-
grammes as a preparation for a later ex-
istence as a migrant worker. The new pro-
grammes represent a new line of think-
ing on mobility.
Mobility
as a learning process
What we see with the new EU mobility
programmes and with a number of simi-
lar initiatives on national level is some-
thing different. Mobility is employed here
not in a labour market/migration frame-
work, but set in an education and train-
ing context as a pedagogical tool to fos-
ter the acquisition of a set of skills which
have in the course of the last two dec-
ades come to be perceived as being of
paramount importance. These are:
o foreign language skills
o intercultural (or “transcultural”) skills
o transversal skills (or “key qualifica-
tions”)
The need for these skills reflects a situa-
tion where the economies of Europe and
indeed the world are converging and be-
coming inseparably intertwined; where
import/export relations play a crucial role
in nearly every sector of the economy;
where enterprises become multinational
and where transnational mergers, acqui-
sitions, relocations and joint ventures are
the order of the day. Workers need not
migrate in search of work, but they must
be “virtually mobile”: even though they
remain in their own country, the execu-
tion of their tasks will demand from them
that they are able to communicate with
people from other countries and cultures
and to interact with them in a construc-
tive and meaningful way despite differ-
ences in outlook and values. Moreover,
the rapid development in technology and
work organisation has created a situation
where concrete, vocational skills may
become obsolete almost overnight, and
where the so called transversal skills - like
adaptability, independence, creativity, the
ability to take an initiative etc. - have come
to assume an increasingly crucial role.
That these skills can be acquired in a mo-
bility project is most easily explained for
foreign language competence where it is
obvious that a total immersion in a for-
eign language environment will bring so
much more than any other form of learn-
ing; both in term of actual proficiency and
motivation for further learning. The same
goes for intercultural/transcultural skills,
which we may define as the ability to in-
teract constructively with people of a dif-
ferent cultural background on the basis
of a perception of differences and simi-
larities in values and attitudes. The Ameri-
can sociologist M. Meyer has described
the learning process by defining 3 levels
of cultural competency, starting at the
base level (“monocultural”), where eve-
rything is seen and judged according to
one’s own background. The second level
(“intercultural”) is one where a person can
identify and explain cultural differences
because of a specific knowledge he has
acquired, either through personal experi-
ence or from other sources. On the third
level - which Meyer calls the “trans-
cultural” level - the person has achieved
an awareness of cultural differences and
their implications that he can bring to bear
on any situation and that is not tied to a
specific knowledge of one or two cultures.
Concerning the transversal skills, the ar-
gumentation is a little more difficult to
“Workers need not migrate
in search of work, but they
must be “virtually mobile”:
even though they remain in
their own country, the ex-
ecution of their tasks will
demand from them that
they are able to communi-
cate with people from other
countries and cultures and
to interact with them in a
constructive and meaning-
ful way despite differences
in outlook and values.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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pursue “en bloc” since so many different
competences are subsumed under this
heading. Generally speaking, however, we
may assume that the fact that a person is
thrust into a foreign environment where
he will have to cope more or less on his
own with different ways of doing things
will stimulate the development of such
competences as independence, adaptabil-
ity, creativity etc. Taken out of his nor-
mal education and training context, the
person will to a greater or smaller extent
have to be responsible for organising their
own learning process, which in turn de-
velops a capacity for self-evaluation, the
ability to take initiatives etc.
To these three aspects of the learning
process in a mobility project we may, of
course, add a fourth which is concerned
with the acquisition of “hard” skills and
knowledge directly related to the voca-
tional course the participant is pursuing:
the cook may learn new dishes and ways
of preparing food, the car mechanic may
do a placement in the factory where the
cars he is repairing are produced etc.
There is a direct line from this to the times
before the advent of the printed and au-
diovisual media, where the mobility of
persons was the major vehicle for the
transferral of technology. In medieval
times, the guilds in many areas allowed
no artisan to set himself up as a master
craftsman inside his field until he had trav-
elled and worked abroad (hence the term
“journeyman”) for a prescribed period of
time acquiring new skills and expertise
that he could put to use in the commu-
nity.
The organisation
of the learning process
Several factors combine to determine the
outcome of the learning process - or rather
processes - in a mobility project. Firstly,
of course, time plays an important role.
The longer the stay, the greater the out-
come in terms of linguistic, cultural and
transversal qualifications. Secondly, the
degree of interaction with the people and
culture of the host country is significant.
If a participant is together with a group
of his compatriots for most of the time
during a placement, the learning process
will obviously be less effective. Thirdly,
some psychologists would argue that the
age of the participant plays a role, as the
nature of and the capacity for skills ac-
quisition change with age.
In any given vocational education and
training context, these absolutes must
necessarily be related to a reality where
both the system and the composition of
the target group as well as the available
finances put limitations on what is practi-
cally feasible. Due to the differences in
curriculum of training courses within Eu-
rope, most mobility projects in a voca-
tional education and training context are
organised as placements in enterprises.
At the time of writing, Denmark is the
only EU Member State where it is possi-
ble to recognise long-term (more than 3
months) placements abroad as an inte-
gral part of initial vocational training; in
most other Member States the system al-
lows for stays of a maximum duration of
3-4 weeks only, and any longer stay will
have to be organised outside of the frame-
work of the course. Further constraints
are offered by the target group itself (not
all young people are willing to or capa-
ble of embarking on a long-term indi-
vidual placement project), and by finan-
cial and practical problems (lack of place-
ments, accommodation etc.).
But above all the investment in terms of
time and effort in a mobility project is
determined by its value in relation to the
overall framework in which it is placed;
the training course and/or the career path
the participant is following. A good mo-
bility project is not a given thing; the qual-
ity depends on what goals have been set
for the outcome of the learning process.
In the case of the early exchanges under
the “Young Workers’ Exchange pro-
gramme” created under the Treaty of
Rome, the main quality criteria was the
very broad one of giving the participants
a first-hand experience of living and work-
ing in another Member State. In the case
of the young person doing an apprentice-
ship course as a forwarding and shipping
agent who decides to do a 6-month place-
ment in an enterprise abroad as an inte-
grated part of their course, a set of very
specific quality criteria must necessarily
be set up, reflecting both the demands in
terms of vocational training made by his
course and the desired learning process
in relation to linguistic, intercultural and
transversal skills.
“Several factors combine to
determine the outcome of
the learning process - or
rather processes - in a mo-
bility project. Firstly, of
course, time plays an im-
portant role. (…) Secondly,
the degree of interaction
with the people and culture
of the host country is sig-
nificant. (…) Thirdly, some
psychologists would argue
that the age of the partici-
pant plays a role, as the
nature of and the capacity
for skills acquisition
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The question
of quality assurance
The quality assurance of the learning
process in a mobility process has two di-
mensions. One is concerned with the in-
dividual participant and the preconditions
for successful stay, the other with the ac-
tual learning process itself.
The personal aspects of the issue of qual-
ity assurance deals with the problems of
ensuring that a participant is properly
motivated, selected and prepared for the
project. Motivation is especially important
for the participants for whom the idea of
a transnational experience does not come
naturally. Selection is equally important
as every mobility project risks to backfire
and produce exactly the opposite results
of those desired if the participant does
not have what it takes to tackle the chal-
lenges in the concrete project and returns
prematurely. Preparation is a more com-
plex procedure which can be broken up
into five basic components:
o linguistic preparation;
o cultural preparation;
o vocational preparation (differences and
similarities between training courses and
their application to the labour market in
home and host country);
o practical preparation (social security,
accommodation, dealing with authorities
etc.); and
o personal (or psychological) prepara-
tion.
The personal psychological preparation
is intended to help the participant cope
with the crises that are experienced by
nearly all participants in transnational
mobility projects: feelings of loneliness,
inadequacy, homesickness etc.
Quality assurance of the actual learning
process is a more complicated task. In
terms of the linguistic and intercultural
learning process, this translates into en-
suring the maximum exposure to the peo-
ple and the culture of the host country
that is possible within the framework of
the project and that the participant can
cope with. In the case of the work place-
ment, this means that participants are in-
tegrated in the work processes of the host
company to the fullest extent possible and
given challenging and worthwhile tasks -
and not placed in a corner to fend for
themselves with dull and uninspiring
chores; or, even worse, restricted to hov-
ering about in the periphery, peering over
the shoulders of busy colleagues, anxious
not to get in their way. This is rather a lot
to demand of a host company which in
the first place is under no legal obliga-
tion to provide a placement for a foreign
apprentice/student/worker, and more of-
ten than not is busy enough as it is. Pre-
cise and adequate information to the host
company on participants, their back-
ground, qualifications and the learning
process they are expected to undergo in
the course of the placement is therefore
essential. Equally essential is precise in-
formation to the participant about the
profile of the host company and the work
processes they are expected to participate
in. In the cases where there is a concrete
and defined vocational aim with the place-
ment - e.g. when it forms a recognised
part of a vocational education and train-
ing course - the demands in terms of train-
ing must be meticulously described in a
way that makes sense to the trainers - or
those responsible for the training of the
participant - in the host company, and
provisions must be made to ensure that it
is actually delivered.
Much of this may very well be described
with reference to industrial quality assur-
ance standards (ISO 9000, EFQM), but this
is a procedure that is as yet almost wholly
unexplored.
The pedagogics
of mobility
Mobility in the context of a learning proc-
ess is not a new thing. In the examples of
the “travelling journeymen” from medi-
eval times and of exchanges of university
students we find a tradition of trans-
national mobility in a learning context that
is almost equally ancient. In both these
traditions, however - and also in the one
that was underlying the original “Young
Workers’ Exchange Programme” - the em-
phasis is different from the majority of
“The quality assurance of
the learning process in a
mobility process has two
dimensions. One is con-
cerned with the individual
participant and the precon-
ditions for successful stay,
the other with the actual
learning process itself.”
“Mobility in the context of
a learning process is not a
new thing. In the examples
of the “travelling journey-
men” from medieval times
and of exchanges of univer-
sity students we find a tra-
dition of transnational mo-
bility in a learning context
that is almost equally an-
cient. In both these tradi-
tions, however (…)The ac-
quisition of linguistic,
intercultural and transver-
sal skills was an “added
value”; a circumstantial - if
valuable - result of the ex-
perience. But what was pre-
viously peripheral has now
moved to the centre of the
issue, and this necessitates
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the mobility projects undertaken now. For
the university students and the travelling
journeymen, the aim was the acquisition
of a set of relatively well-defined academic
or vocational skills that were different
from those in the home country, and for
the young workers of the 60s and 70s the
success criteria were the mere experience
of living and working in another Member
State. The acquisition of linguistic,
intercultural and transversal skills was an
“added value”; a circumstantial - if valu-
able - result of the experience. But what
was previously peripheral has now moved
to the centre of the issue, and this neces-
sitates a different approach.
Intercultural and transversal skills, so the
experts agree, cannot be taught in the tra-
ditional way - they have to be learned by
the individual in a special environment
that is especially conducive to their ac-
quisition - which could be a placement
project in another country. The pedagogy
implied in this is one where participants
must assume responsibility for their own
learning process, but this is not the same
as to say that it will happen by itself if
only we manage to shift as many young
people as possible across the borders and
get them back alive again after a certain
period of time. Unfortunately, the knowl-
edge of how to organise the learning proc-
ess in the framework of a mobility project
- what we may call the pedagogics of
mobility - is still scattered and unsystem-
atic, and requires plenty of dedicated re-
search and development. Especially the
question of how we can extend this peda-
gogical tool to those groups to whom
mobility holds no instant appeal needs to
be further explored.
The task of developing and implement-
ing this is one that involves cross-border
co-operation as an absolute imperative.
It cannot be solved by one Member State
in isolation. There is both a sending and
a receiving end in a mobility project, and
both carry equal importance when it
comes to ensuring a structured and co-
herent learning process.
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Language skills
and vocational training
The heading to this paper manages very
cleverly to bring together two favourite
subjects of European decision makers.
Improving communication skills in mod-
ern foreign languages has been described
for many years by EU institutions, experts
and political stakeholders in the Member
States as a field for forward-looking ac-
tion, and vocational training has attracted
even greater attention. The institutions in
Thessaloniki and Turin, a wide range of
Community publications, the promotion
of a diverse number of initiatives and, last
but not least, the so-called ‘European Year
of Lifelong Learning’ (1996)1 all testify to
the active interest shown in this area;
something which cannot be said of every
area of policy.
The fact that the linking of these two catch
phrases - vocational training and language
skills - makes sense is underlined in par-
ticular by arguments from the so-called
location debate, hence from a series of
experiences, considerations and future
expectations concerning the global com-
petitiveness of European providers. All the
same, innumerable publications, confer-
ences and fundamental statements can-
not hide that the situation in respect of
the practical, concrete, usable, language
skills of European workers is by no means
so rosy. In this paper we wish to exam-
ine the individual functions of language
skills and their importance in connection
with vocational training, particularly from
the angle of quality-oriented human re-
sources management. Furthermore, dis-
cussion will focus on which priorities
emerge particularly against the backdrop
of the specific European problems.
In this context language skills are key
skills in the sense of the famous defini-
tion by Dieter Mertens (1991): they are
the foundation for other, more specific
skills and competences and are relatively
long-lasting educational baggage - they
scarcely become outdated (Bunk, 1994;
Hutmacher, 1997). Hence, in theory at
least they take on enormous educational
importance, a factor which is often men-
tioned in fundamental declarations and
documents both at national and European
level.
The relevance of foreign
language instruction in vo-
cational training policy
Language skills are key skills
Following the example of Mertens (1991,
p.560) we wish to stress that the skills
problem is very closely linked to the spe-
cific structure of modern societies and
their labour markets. The complex and
dynamic nature of these late or post-in-
dustrial societies calls for diversified learn-
ing in order for people to be able to de-
velop their own personality whilst at the
same time guaranteeing their occupational
survival and participation in social life.
Organised education must, therefore, be-
come a broader and more interlinked than
it has been so far. At the same time, it
must keep pace with the speed at which
its subject contents become outdated. As
a consequence not least of the disappear-
Foreign language in-
struction, vocational
training and location
securing
Language skills are the
foundation for other more
specific skills and compet-
ences and are relatively
long-lasting educational
baggage - they scarcely be-
come outdated. Hence, in
theory at least they take on
enormous educational im-
portance, a factor which is
often mentioned in funda-
mental declarations and
documents both on the na-
tional and on the European
level. This article aims to
encourage increased reflec-
tion on the vocational train-
ing and economic impor-
tance of language instruc-
tion.
1) What should be stressed in this con-
text is that education still comes un-
der the responsibility of the Member
States. According to the prevailing
opinion, this is of particular impor-
tance when applying the principle of
subsidiarity since the Maastricht
Treaty. The Community will, there-
fore, only act in order to collect and
distribute information, give advice,
etc.
Jacob Kornbeck
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bourg (CLL) and in English
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ance of traditional occupations and life-
long employment relationships but also
as a consequence of technological
progress, the aim is now to impart ‘key
skills’ which are in demand for lengthy
periods in many branches (Mertens, 1991,
pp. 567-570):
o ‘Basic skills’: they permit the acquisi-
tion of other educational contents (key:
learning to learn)
o ‘Horizontal skills’: they permit the ef-
ficient use of so-called information hori-
zons
o ‘Broadly based elements’: they are
not qualitatively different from other skills;
what is special about them is that they
are in demand in wide areas of the world
of work
o ‘Vintage factors’: they help to over-
come inter-generation educational differ-
ences (which arise as a consequence of
the curriculum changing from generation
to generation).
If we then use that list to examine what
language skills are good for, the aston-
ishing finding is that not only are they
key skills but also key skills of a very
special kind. When they are fully devel-
oped and widely applicable, they serve
all four functions mentioned above.
Mertens’ model is particularly interesting
in a Europe which is growing together
(or wishes to grow together) since the
question of labour mobility is constantly
under discussion, be it in general terms
the mobility of university graduates (List,
1997) or that of a specific occupational
group, e.g. social workers (Reimavuo,
1997). Furthermore, worker migration in
border regions, including the so-called
‘Euregios’ such as greater region Saar-Lor-
Lux-East Belgium (Magère et al., 1998) fur-
nishes implicit evidence of the accuracy
of the Mertens model.
Language ability is more than a skill -
it constitutes a holistic competence
Language ability and skills are not just
competences of a special kind (or sev-
eral competences at the same time). They
are more than that since they enable the
individual to undertake social action in
a special way and hence they belong not
just to the cognitive but also to the so-
cial (and in some cases emotional) skills.
They are extensive competences. In or-
der to grasp the importance of this ob-
servation, we have to look to the past.
Bunk (1994, pp. 9-11) distinguishes be-
tween the following paradigms of voca-
tional training which follow in each oth-
er’s footsteps.
From the turn of the century up to the
educational debate in the 1960s, discus-
sion generally focused on ‘occupational
ability’: what was important was being
able to carry out specific tasks. In the early
1970s the Deutsche Bildungsrat (German
Education Council - the backbone of the
education reform so to speak, J.K.) then
introduced the concept of ‘skill’ which is
based on integrated learning processes
and a greater ability of the individual and
has the same conceptual background as
was the case with Dieter Mertens. The
concept of ‘competence’ gradually came
into use in the 1980s. The prerequisite is
that self-determination and de-specialisa-
tion should prevail not only in the learn-
ing but also in the ensuing work phase
since ‘work and production improvements
can no longer be achieved in an optimum
manner by management alone’ (op.cit.,
p.10).
Although the paradigm of skill is still fre-
quently used, the term ‘competence’
seems to have taken over. The fact that
these terms are used in a highly synony-
mous manner in non-scientific debate,
draws attention to a completely different
problem: i.e. the terms have not under-
gone any major social dissemination. In
particular the self-determination aspects
of the term competence do not belong as
a rule to the occupational daily life of most
people. Soap-box lectures by the social
partners, governments and Community
bodies cannot change this any more than
can analyses by academic circles.
The field of skills is a broad one, as dem-
onstrated by Bunk (1994, p.11). He dis-
tinguishes between technical, methodo-
logical, social and co-determination skills
which, when taken together, constitute a
broadly based competence. As we could
see in the discussion of the terms used
by Mertens (1991), it becomes clear here
too that language skills actually fit into
all these categories.
“(…) Language skills (…)
are (…) core skills of a very
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Language ability as a European key
skill
In recent years there has been much
speculation about which skills will be re-
quired on a large scale as a consequence
of the actual integration of Europe in po-
litical, economic and human terms.
Hutmacher (1997) has summed up, from
a recent perspective, the most important
thoughts, arguments and skill catalogues
from current discussions.
With respect to Europe, the skills are
spread over the spectrum of competences
already mentioned above. Again it is clear,
without requiring any previous knowl-
edge, that languages figure amongst the
particularly European relevant skills and
competences. This fact has been stressed
frequently enough by the official spokes-
men.
Foreign language learning
- a shortcoming of indus-
trial nations
Pseudo-economic language minima-
lism and a low regard for general edu-
cation
Given the actual situation, any considera-
tion of skills and competences must al-
ways distinguish between formal and ma-
terial skills and competences. The fact that
instruction is given, marks and certificates
awarded is no guarantee that the trainees
will then be able to apply what they have
learned. According to traditional educa-
tion theories still upheld today, general
education aims (actually based on Greek
antiquity) to improve, intensify and so-
cialise the individual; the justification for
this effort lies within the individual him-
self. Special education or vocational
education, by contrast, aims to impart to
the individual various, supposedly use-
ful, skills which he can use when and if
he finds himself in a production situation;
the justification lies outside the individual.
This dichotomy is also known to foreign
language didactics, as mentioned for ex-
ample in the journal Fachsprache. How-
ever, many findings, e.g. from psycho-lin-
guistic research (catchword: learning a
foreign language at an early age)
(Dondelinger & Wengler, 1995; Hawson,
1996; Pattanayak, 1995; Titone, 1989,
1997) indicate that the learning process
can only be optimised if both aspects are
taken into account at the same time: the
individual aspect of general education,
and the collective aspect of special edu-
cation. This throws up major challenges
for foreign language instruction and for-
eign language teacher training (Callia-
betsou-Coraca, 1996; Candelier, 1996;
Zydatiß, 1998a). Consequently, it makes
no sense to focus on personal develop-
ment and neglect learning oriented to-
wards the labour market, nor does it make
sense to push marketability at the expense
of learning cultural elements of a general
nature.
This is not exactly what happens in the
European education system but it is not
far from the truth: knowledge and skills
relevant to the labour market have a
higher status for employees, trainees,
pupils and parents (only teachers and
trainers seem in this context to sometimes
go against the prevailing trend). General
education is deemed to be comparatively
uninteresting. However, our current state
of knowledge belies the assumption that
human intelligence can be increased
through greater specialisation or the ne-
glect of knowledge and skills alien to that
specialisation. Around the turn of the cen-
tury Sir Arthur Conan Doyle could have
his arch positivist, Sherlock Holmes,
whose knowledge of astronomy Dr
Watson had just tried to improve, say that
he would endeavour to forget what he
had just learned as fast as possible.
Holmes - who is mentioned here not as a
scientist but as the literary manifestation
of a Zeitgeist with a blind trust in natural
science - firmly believed that any outside
knowledge would impede his technical
work2. But this opinion is even more mis-
leading today both in human and eco-
nomic terms than it was in the 19th cen-
tury.
Foreign language instruction and for-
eign language skills: Europe against
the global backdrop
It is an unpleasant but unavoidable truth:
Europeans are not particularly good at
speaking foreign languages. Although
they are perhaps better than people in
the USA and Japan, the normal yardstick
2) A Study in Scarlet, Part I,
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for us, the gap between the very modest
skills to be found in Europe and those in
the so-called ‘Third World’ is very wide
and Europe comes off worse. The reason
is, ironically, that Europe is made up of
industrial nations. This is a phenomenon
which can be observed around the globe.
o In the industrialised world the collec-
tive efforts put into education tend to be
considerable (several years instruction,
large financial investment, generous in-
frastructure including human resources),
however the individual skills acquired are
rather limited.
o In the developing countries the reverse
is the case. Here the comparison is rela-
tive: it does not necessarily mean that,
taken as a whole, the education results
there are more impressive than in the in-
dustrialised countries. Of course, it is of-
ten the case that they have far smaller
educational systems, which means that the
cost-benefit ratio looks much better. In
fact, as far as foreign languages are con-
cerned, the skills of people in develop-
ing countries are in some cases very good.
However, this is often not due to formal,
institutionalised learning.
Many developing countries, particularly
in Africa, owe their high level of language
skills to a large degree of social linguistic
diversity, which people react to individu-
ally by learning foreign languages. Ac-
cording to Ouane (1995b, p.417) the prin-
ciple of multi-lingualism implies giving
priority to one or a few languages for
communication purposes ‘without aban-
doning the others’3. No matter how diffi-
cult this principle is to implement, it is
very important from the cultural-political
angle and in terms of a quality-oriented
human resources policy. Multilingual peo-
ple learn more easily; they are adaptable
and flexible - all of which are important
criteria for employers. The economic
value of (individual and collective) multi-
lingualism is no less than the non-com-
mercial value. People who live in bi-, tri-
and multi-lingual regions constitute a spe-
cial type of human potential. For exam-
ple, the Grand Duchy of Luxembourg is
home to a large number of international
call centres since most people in the coun-
try and residents in the neighbouring ar-
eas speak several languages - really speak
several languages because in multi-lingual
regions language skills are put to the test
every day.
The average human being is quite capa-
ble of learning a number of languages.
However, this fact is normally ignored in
industrial nations. By way of comparison,
people from African subsistence societies,
who in some cases only partly use the
written word - and therefore have to think
through complicated work processes in
their minds – have in many cases proved
to be excellent programmers. They almost
always come from multi-lingual regions.
One could even postulate that the ability
to speak several languages creates a cer-
tain type of employee.
Expert circles have long known that for-
eign language instruction is valuable not
least in respect of the development of
abstract thinking. Amongst the general
public, by contrast, the reverse minimalist-
economic maxim seems to prevail: as if it
would make more sense in terms of hu-
man resources and economics to attune
the human brain to only one language.
There are enough examples, for instance
the association ‘USA English’, and the nu-
merous legislative initiatives in recent
years on the US federal state level - the
so-called ‘English only laws’ (King, 1997,
p.64). However, for at least two reasons
linguistic-economic minimalism is funda-
mentally wrong: firstly it does not corre-
spond to human nature, and secondly it
is based on a banal economic simplifica-
tion: productivity is not increased by al-
lowing human planning, production and
marketing capital to degenerate by treat-
ing it in a trivial manner.
But let us first examine the reality in the
world today since it shows that mono-
lingualism is not the norm as stakeholders
such as ‘USA English’ and many non-po-
litical people in daily life would have us
believe. People seem to have forgotten
that humans have a natural capacity for
several languages since in 18th and 19th
century Europe a handful of languages
were raised to the status of so-called na-
tional languages. The prosperity of a State
was logically linked to the dominance of
one or a few languages. Since, however,
private economic thinking patterns domi-
nate politics more than national romantic
ones, the argument has been reversed.
The plea for language downsizing aims
“It is an unpleasant but
unavoidable truth: Europe-
ans are not particularly
good at speaking foreign
languages.(...) The reason
is, ironically, that Europe is
made up of industrial na-
tions.(...) In the industrial-
ised world the collective ef-
forts put into education
tend to be considerable (...),
however the individual
skills acquired are rather
limited. In developing coun-
tries the reverse is the
case.”
“Multilingual people learn
more easily, they are adapt-
able and flexible - all of
them parameters which are
important for employers.”
3) ‘The choice of languages implies
giving priority to some without reject-
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not to guarantee the survival of the na-
tion but its competitiveness, or multi-
lingualism in the education system is re-
jected or simply not taken seriously. The
majority, unfortunately also amongst ex-
perts, tends towards minimalistic think-
ing. Even the renowned linguistic scien-
tist, André Martinet, could be faulted on
this by claiming, ‘in Europe we strive for
multi-lingualism whereas the people in
Cameroon and elsewhere suffer from
multi-lingualism’4.
Martinet’s attitude has little to do with re-
ality. The foundations of the EU are not
particularly multi-lingual (the fact that the
Community bodies are is not terribly rel-
evant). Most Member States only have one
official language and most people scarcely
speak more than their native tongue de-
spite all the language instruction given (cf.
the figures in Spillner, 1996). On the other
hand, it is somewhat risky to claim that
the ‘Third World’ suffered from its multi-
lingualism. The Indian educational expert,
Nina Rao, is of a completely different opin-
ion when she says of her own country, ‘In
the old days people didn’t learn languages,
but they communicated’ (Kornbeck, 1997,
p.393). As Batley et al. (1993, p.1) observed
in their UNESCO report, in statistical terms
multi-lingualism is the normal condition
of the human race. Expressed in terms of
political power in the accounts by Ouane
(1995b, p.413)5 and Pattanayak (1995,
p.37)6, it means that specific political forces
have imposed linguistic reduction on the
general population. No matter how much
we try to ward off simplifications of this
kind, it is in essence correct that the speak-
ing of a small number of languages, in in-
dustrial nations too, can be attributed to
the political suppression of less influential
languages and dialects.
Production and educational economic
aspects
In countries in the so-called ‘Third World’
multi-lingualism is often an accidental de-
velopment. Nobody has introduced it. Sur-
prisingly, however, millions of illiterate or
semi-literate human beings learn several
languages. Their learning potential is con-
siderable and is sharpened even more by
the fact that they are forced to learn for-
eign languages and may not rely on all
the aids made available to people in in-
dustrialised countries. What is more, they
manage to do it largely without receiving
any organised instruction. This should be
borne in mind in the current debate in
several EU Member States about the diffi-
cult situation in foreign language instruc-
tion and the training of foreign language
teachers (Calliabetsou-Coraca, 1996;
Zydatiß, 1998a, 1998b). From the global
perspective, the efforts of industrial nations
are inefficient, expensive and unpopular.
The major investment in instruction does
not lead to any impressive results.
The minimalism already mentioned is of-
ten motivated by economic considerations
which can be attributed rather to a lack
of knowledge. In this connection we can
reflect on whether the marginalism of the
business sciences has trivialised our un-
derstanding of the creation of value and
added value. A business science which
only recognises economic parameters in
the narrower sense and mainly focuses
on economic limits, completely ignores
the complex nature of social interaction.
It cancels itself out since it automatically
works with quantitatively and qualitatively
limited material. Marcuse’s famous theory
(1964) of ‘uni-dimensional human beings’
states that the combination of democracy
and capitalism in all areas of public life
only leaves room for the economic dimen-
sion of an issue. This thought is particu-
larly interesting when it is applied to the
economy itself: a business science based
on economics merely uses itself as the
reference system and is, therefore, with-
out meaning. An excellent example of this
is the subject under discussion: a critique
of multi-lingualism from the viewpoint of
the economics of education. Gowen
(1996, p.11) expresses this in a more radi-
cal manner, ‘[in the] post-industrial, lean
and mean workplace (…) high perform-
ance, total quality and continuous qual-
ity improvement have replaced Taylorism
and Fordism’.
Which occupational lan-
guage policy for Europe?
Interim consideration
Against the backdrop of this education
emergency it makes sense for language
instruction to be intensified. On the one
hand as cultural instruction (general edu-
“From the global perspec-
tive, the efforts of indus-
trial nations are inefficient,
expensive and unpopular.
The major investment in in-
struction does not lead to
any impressive results.”
“Against the backdrop of
this education emergency it
makes sense for language
instruction to be intensi-
fied. On the one hand as
cultural instruction (gen-
eral education) and on the
other in order to strengthen
human capital (special
education). What should
not be forgotten here is the
role of foreign language in-
struction in enhancing tol-
erance (…)”
4) ‘I, for myself, sometimes misused
the term ‘multilingualism’ to talk
about an education goal which all
European countries should adopt. In
an interview, for example, in the
newspaper  Le Monde of 27 April 1989
on the ‘États Généraux des langues’,
which we organised in Paris. This
prompted a very polite letter from
Professor André Martinet who wished
‘to draw [my] attention to a point of
vocabulary of importance [to him]’.
His fully justified criticism was
summed up in one very convincing
sentence, “In Europe, we aim for
plurilingualism whereas in Cameroon
they suffer from multilingualism”.’
(Girard, 1996, p. 12)
5) ‘Multilingualism is the natural or-
der of things whereas monolinguism
corresponds to a political and educa-
tional construct imposed as the lin-
guistic ideal. Countries are multilin-
gual but in many cases politics is
monolingual.’
6) ‘The world is multilingual (...) but
(...) the viability and efficiency of
mother tongues are always challenged
by the direction taken by the domi-
nant countries.’VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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cation) and on the other in order to
strengthen human capital (special edu-
cation). What should not be forgotten
here is the role of foreign language in-
struction in enhancing tolerance, which
is well known and which is regularly
mentioned.
All the same, it would be fatal to reduce
the solution to the problem to making
available more teachers, more hours and
more funds. The problem facing Europe
(and industrial nations as a whole) is not
that no language instruction is given but
far more that, as demonstrated above, the
wrong instruction is given. For far too long
this area has been governed by the motto
‘more of the same’ with very negative
consequences. For that reason some pro-
posals should be made as to how lan-
guage instruction in Europe could be
brought more into line with the needs of
the labour market whilst at the same time
adhering to the traditional, general edu-
cational orientation of these subjects.
Reform of language instruction and
language teacher training
First it is a matter of training future lan-
guage teachers in a different manner
which is closer to practice and less aca-
demic. The discrepancies between a Ger-
man State examination or a French
agrégation on the one hand, and the re-
ality of the teaching profession on the
other, are unacceptably large. It is recog-
nised at least in theory that country-spe-
cific aspects should be given an impor-
tant place in teacher training. Calliabetsou-
Coraca (1996), however, calls for half of
the curriculum of this type of course to
be devoted to social and cultural subjects.
This would only leave the other half for
the traditional language and literature
teacher training. What is even more sen-
sitive is the claim of a think tank com-
missioned by three large associations that
teacher training suffers not just from its
contents (cf. Calliabetsou) but also from
its scientific form (Zydatiß, 1998a). This
is explosive stuff, but it may perhaps re-
mind us of a hypothesis by Mertens dat-
ing back 25 years (1991, p.654), who
claims that the speed at which training
contents became obselete correlated in a
positive manner with their own proxim-
ity to practice and negatively with their
degree of abstraction.
Technical language research, which has
been working very close to practice for a
long time, offers inspiration for all areas
of foreign language teaching, education
and planning. And as demonstrated by
Spillner (1996), the terms used in voca-
tional training are so full of traps that the
competent handling of this instruction can
determine to a large degree the advan-
tages and disadvantages of a business lo-
cation (cf. Kasten).
Strengthening the position of lan-
guage instruction in vocational train-
ing
As Spillner (1996) has demonstrated, lan-
guage barriers are of major importance
particularly on the labour market because
the meaning of a specific term is far more
precise in technical language than in gen-
eral language. Hence, it is not merely the
idea of a philologist that butcher appren-
tices should be given good language in-
struction. It increases, this is implicitly
implied by Spillner’s examples, their mo-
bility on the European labour market.
If any work has been done on this area at
all, it is still in the teething stages. How-
ever, border regions, in which many peo-
ple live in one country and work in an-
other, have collected valuable experience.
One special example is Luxembourg,
whose labour market is of major impor-
tance for the neighbouring regions of
North Lorraine (France) Gaume/Belgian-
Luxembourg (Belgium) and Eifel-Mosel-
Saar (Germany), which are structurally
weak regions. The Grand Duchy of Lux-
embourg has three languages (Luxem-
bourg, French and German). This explains
why the excessive influx of foreigners
particularly from French-speaking regions
could actually jeopardise its own linguis-
tic identity. A recent interesting study
(Magère, et al. 1998) has examined the
role of the French language and has
shown that this has in fact not happened.
Instead the status of the Luxembourg lan-
guage has risen in the last 15 years while
the far more highly regarded French has
experienced a ‘democratisation’ since
large echelons of the workforce today, in
contrast to before, are native French
speakers.
A few professional associations have un-
dertaken Europe-related pioneer work
“First it is a matter of train-
ing future language teach-
ers in a different manner
which is closer to practice
and less academic.”
“(…) language barriers are
of major importance par-
ticularly on the labour mar-
ket because the meaning of
a specific term is far more
precise in technical lan-
guage than in general lan-
guage.(...) good language
instruction (...) increases
their mobility on the Euro-
pean labour market.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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which endeavoured to obtain mutual rec-
ognition for their vocational training quali-
fications within the European Union. Lit-
tle progress has in fact been made with
this recognition, considering the progress
made in the integration of economic and
labour markets in Europe. In the case of
university graduates, whose language
skills (viewed as a group) are, in most
countries, probably more developed than
those of the average population, List ob-
serves (1997, p.13) amongst other things
that, ‘German companies cite as the great-
est obstacle to the recruitment of foreign
academics their own lack of knowledge
about how to evaluate foreign qualifica-
tions. They often criticise the lack of lan-
guage skills and the major induction ef-
forts required, which are often dispropor-
tionate to the length of employment.’ This
example clearly demonstrates how closely
the problem of language skills is linked
to the other country-specific qualification
elements, which again seems to support
the main hypothesis of this article.
Case study: specialised instruction,
language instruction and (ERASMUS)
exchange in the social sector
An occupational group which has shown
considerable interest in the mutual rec-
ognition of training in its field through-
out Europe are social workers7. At this
point it should, however, be mentioned
that social services do not occupy an ob-
vious position in the business location
discussion. It is true that social security
mechanisms are included among the ad-
vantages of a business location. However,
its activities are not classified in the pro-
duction but in the reproduction of a soci-
ety. The fact that this case study was se-
lected has less to do with its importance
for the economy and more to do with it
being an excellent example.
The commitment of this occupational
group probably corresponds to its work
ethos and professional tradition but is still
somewhat surprising irrespective of its
positive starting position. Social work, the
social sciences and the social system are
organised and recognised in very differ-
ent ways in the countries of Europe (or
not legally recognised in some cases) (for
more details cf. Kornbeck, 1998), which
means that the mutual recognition of
qualifications is far more difficult in emo-
tional, conceptual, practical and political
terms than would be the case for some
other occupations (which so far have not
shown any interest of this kind).
Since the 1980s the International Federa-
tion of Social Workers, IFSW8, has had an
EU liaison group which compares and
analyses national training contents and
occupational entry requirements. A new
study, which addresses the trans-Euro-
pean occupational mobility of social
workers (Reimavuo, 1997), stresses at least
to some extent the importance of language
skills. The subject of language instruction
and mobility does not occupy a key posi-
tion in that study, however its importance,
sometimes explicit, sometimes implicit, is
obvious from the results. In pedagogic
and in technical language research we
now face an interesting task. And the play-
ers in the field of occupational policy face
or are in the midst of a demanding but
promising process, the challenges of
which can only be met through common,
European-wide efforts.
The empirical social work research has
provided considerable evidence of what
international and plurilingual components
can achieve in social worker training.
Bradley (1997) reports on practical expe-
rience from ERASMUS exchange pro-
grammes between (polytechnics) univer-
sities which train social workers. Besides
Overview: Interlingual technical nuances
(according to Spillner, 1996)
Chef’s language
German French English
Roastbeef faux filet roast beef
Falsches Filet [partie de la cuisse/hanche] [part of the leg]
Legal language
German French English
Vertrag (zivilrechtlich) contrat contract
Vertrag (öffentlich-rechtlich, traité treaty
international)
‘What are particularly dramatic are the different meat cuts of slaughter animals
caused by the different ways of cutting the meat and the corresponding linguistic
terms. This may even lead between languages to ‘faux amis’, to seemingly similar
terms.’
(Spillner, 1996, p. 227)
7) In this context the reference is to
‘social workers’ whereby the occupa-
tional designation varies from coun-
try to country and some countries
have several occupations in this cat-
egory.
8) International Federation of Social
Workers - Fédération Internationale
des Assistantes Sociales et des Assist-
ants Sociaux - Federación Interna-
cional de Trabajadores SocialesVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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an overview of the (not very extensive)
research literature she analyses a series
of qualitative interviews conducted by her
with students and comes not surprisingly
to the conclusion that language skills play
an important role in this context. Her work
reaffirms the extent to which linguistic and
non- or para-linguistic skills are inter-
linked. Hence, she draws the interesting
conclusion (Bradley, 1997, p.41) that
ERASMUS experience can increase the
technical commitment of social workers.
The students already commence their
studies with a large degree of commit-
ment. Then, as exchange students, they
are completely reliant on themselves and
often experience a helplessness, normally
alien to young adults, resulting from lin-
guistic and other shortcomings. This ex-
perience is not always pleasant in the be-
ginning and tackling it increases not only
the linguistic and cultural but also the
analytical skills of these future social
workers. The culmination of these en-
hanced skills lies (perhaps) in the fact that
they experience the emotional and cog-
nitive problems that their clients will en-
counter. A social worker who was once
an ERASMUS exchange student will prob-
ably be better trained in linguistic and
cultural terms, but it is also likely that they
will have increased insight into the situa-
tions and problems of their clients through
their experience abroad.
It is true that here we are dealing with
descriptions and analyses of pilot projects
simply because until only very recently
training, unlike courses of study at scien-
tific universities which in many cases are
part of a planned European university tra-
dition, was completely national in char-
acter. By contrast, a description of the im-
portance of language instruction and
knowledge in the training of social work-
ers, and in the occupational entrance re-
quirements, on the basis of which peo-
ple may begin to pursue this occupation
in the Member States, does not seem to
be available (Kornbeck, 1998). However
a research project of this kind would ap-
pear to be promising since the work un-
dertaken by social workers is communi-
cation in the truest sense of the word.
By way of summary it can be said that
the following players can contribute in
their own specific way to the creation of
new synergies:
o the professional associations by (in
some cases as they already doing together
with the European Commission) compar-
ing national training and entrance require-
ments and reflecting on mutual recogni-
tion and furthermore by advancing the de-
bate within their respective groups on
subjects of this kind;
o the national decision-makers by adapt-
ing the study, examination, entrance and
professional requirements in such a way
that the trans-European exchange of study
places and mobility in working life be-
tween countries is facilitated, promoted
and encouraged;
o the (polytechnics) universities and
training centres by internationalising their
training contents and holding exchanges
with corresponding institutions in other
European countries (something that is al-
ready being done, cf. Bradley, 1997).
To each of the above points could be
added: whilst constantly strengthening the
linguistic elements.
Final assessment
Despite the relevance of language skills
on the labour market, occupation-related
language instruction should always be
adapted to the occupation. It is certainly
important to give French instruction to a
class of butchers. However, if instruction
focuses more on the correct form of the
past participle rather than on day-to-day
language and technical language (and this
is often the case in reality), then this un-
fortunately is tantamount to the compul-
sory imposition of a training area alien to
the butcher. Hence, it can be assumed that
trainees will have little interest in the cur-
riculum and will write it off as useless
general education.
First, it should be said that given the cur-
rent distribution of competences, the
questions addressed in this article can
only be tackled by using instruments of
the Member States themselves. Of course,
the Community bodies and the decentral-
ised institutions assigned to them are en-
titled to push for concrete solutions par-
ticularly with a view to the long-term en-
suring that Europe remains a viable busi-
“A social worker who was
once an ERASMUS ex-
change student will prob-
ably be better trained in lin-
guistic and cultural terms,
but it is also likely that they
will have increased insight
into the situations and
problems of their clients
through their experience
abroad.”
“Despite the relevance of
language skills on the la-
bour market, occupation-
related language instruc-
tion should always be
adapted to the occupation.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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ness location. Our case study (social sys-
tem), which is not directly involved in the
business location debate, is of major im-
portance in this context since it reveals
the link between linguistic and non-lin-
guistic skills in the context of activities
(of the ERASMUS programme) which have
been instigated and managed by the EU.
This article aims to provide arguments for
a more differentiated approach to the
problems presented here. No comprehen-
sive answers are given to the questions
raised here but there are proposals for
further research. The recommendations
given in Chapter 4 are also of a very gen-
eral nature and indicate the areas in which
there is a need for reform.
Nevertheless, the author hopes that he has
encouraged increased reflection on the
importance of language instruction in
terms of vocational training and economic
policy. It is probably no surprise that the
integration of Europe and the potential
opportunities of the enormous European
single labour market need to be matched
with up-to-date language instruction.
It is precisely in this context that the hope
may be expressed that Community insti-
tutions, national authorities and the vari-
ous professional organisations will set up
fruitful synergistic networks in order to
raise the standard and foreign language
instruction and its relevance to the labour
market throughout Europe, to strengthen
its position in the individual training
courses and, wherever possible, to pro-
mote the trans-European exchange - be it
of students, teachers, research scientists
or even administrative officials.
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Introduction1
The People’s College (PC) is a Nordic in-
novation with its origin in the mid 19th
century. The colleges were founded to
compensate for insufficient standard pub-
lic education. PCs - usually built on small
campuses in rural areas - became local
centres for education and culture all over
Scandinavia. They not only offered a gen-
eral liberal arts curriculum but also em-
phasized education in citizenship and
participation in democratic processes.
They also acted as fora for cultural ex-
change and development. This article fo-
cuses on the Swedish PCs
The important role once played by the
PCs in providing talented young people -
mainly from rural areas or working class
conditions - with knowledge and a cul-
tural capital for further engagement in
working and social life has changed in
recent years due to the democratization
of Swedish society and the expansion of
the public shooling system. Parents who
once studied at PCs today send their chil-
dren to the gymnasiums and universities.
PCs have faced this structural change with
a reorientation of their activities along sev-
eral paths. Although several PCs have had
difficulties in forming their new roles,
many of them have developed a high
competence in educating people who, for
one reason or another, have not found
the normal public school system suitable.
The cultural heritage of the PCs - favour-
ing student’s participation, dialogues and
human development - seems to have fa-
voured this reorientation.
Returning drop outs
to school and work-
- the Nordic People’s
College
One particular responsibility taken on by
PCs has been to help drop-outs from the
public school system to restore their self
confidence and either re-enter the formal
education system or return to the labour
market equipped with tools which will
increase their opportunities to participate
in a lifelong learning process. During the
early 90’s, a period of rising youth unem-
ployment in Sweden, those attending PCs
have significantly decreased their unem-
ployment rates and returned to school or
work.
The education of drop-outs - which is not
satisfactorily handled within the formal
public shooling system in Sweden - is both
a challenge and an opportunity for the
PCs in Sweden, and for their students.
The international research and policy dis-
cussion on learning and training has been
heavily focused on the formal educational
systems. The analysis of the so called
drop-out problem and the discussion on
how to handle it has had a similar focus.
Beneath the standard educational and
cultural institutions there are, however,
differences between countries and re-
gions. Looking behind the scenes of for-
mal education may be important to un-
derstand how the problem of young peo-
ple dropping out of school early should
be tackled in a world which demands life-
long learning. The people’s colleges (PC)
of the Nordic countries may illustrate
these exceptions from the mainstream in
the institutionalization of educational sys-
tems in Europe. These colleges have taken
on responsibilities not satisfactorily han-
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The international research
and policy discussion on
learning and training has
been heavily focused on the
formal educational systems.
The analysis of the so called
drop-out problem and the
discussion on how to han-
dle it has had a similar fo-
cus. Looking behind the
scenes of formal education
may be important to under-
stand how the problem of
young people dropping out
of school early should be
tackled in a world which de-
mands lifelong learning.
The people’s colleges (PC)
of the Nordic countries may
illustrate these exceptions
from the mainstream in the
institutionalization of edu-
cational systems in Europe.
The aim of this article is to
analyse the achievements of
these PCs concerning
“drop-outs” and how they
achieve their results. It con-
centrates on the Swedish
development of this com-
plementary schooling sys-
tem, its problems and its
present and potential ca-
pacity to deal with the
“drop-out” problem.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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dled within the formal public education
system, i.e. to help drop-outs to restore
their self confidence and either reenter
the formal education system or enter the
labour market equipped with increased
opportunities to participate in the neces-
sary lifelong learning process.
The aim of this article is to analyse the
achievements of these PCs concerning
“drop-outs” and how they achieve their
results.
There are similarities and differences in
the development and present structure of
the PCs between the various Nordic coun-
tries. This article concentrates on the
Swedish development of this complemen-
tary schooling system, its problems and
its present and potential capacity to deal
with the “drop-out” problem.
The People’s College -
a brief history of a Nordic
innovation
In the mid 19th century the standard na-
tional system of higher education was, in
reality, open for the higher classes only
and had an urban profile. The relatively
large rural middle class in northern Eu-
rope lacked good education facilities.
Responding to their need the protestant
churches and various philantropic move-
ments created the PCs as a cultural and
institutional base for the development of
education alternatives.
Inspired by the Danish priest and philoso-
pher N.F.S. Grundtvig, the first people’s
college was founded in Denmark in 1844,
soon to be followed by similar institutions
in the other Nordic countries.2
The first people’s colleges in Sweden -
first labelled “farmer’s schools” - were
established in 1868. Originally oriented
towards the rural population, mainly farm-
ers, they soon became the tool for grow-
ing popular movements such as the la-
bour, the free church and the temperance
movements. Many schools were founded
by county administrations to contribute
to the cultural and educational develop-
ment of small towns and rural areas. The
number of PCs - still the largest category
of free schools in Sweden - has grown
from 29 in 1900 to 147 now - an all time
high. In addition, many schools have
opened branches. Today about a third are
run by counties and municipalities - the
rest by various non governmental organi-
zations (Folkbildningsrådet 1997).
Although there are people’s colleges in
the large city centres (all the new PCs are
established there) the traditional PC is
outside the urban area and has the char-
acter of a small campus; often beautifully
situated. Many students - currently around
45% - live on the campuses (SOU
1990:65). Traditionally many of the teach-
ers also live at, or very close to, the PCs
and participate in cultural events taking
place there.
During the academic year 1995/96 about
210 000 students attended PC courses. The
overwhelming majority (173 000) attended
shorter courses lasting less than 14 days,
but 37 000 students followed longer
courses, lasting from 15 weeks up to two
or three years.3 About 84% of the total
study weeks took place in these longer
courses (SCB 1997, p 12). Education (and
learning) activities in the PCs accounts for
about 10% of all work carried out in the
upper-secondary school; in Sweden called
the gymnasium (SCB 1995)4.
The present and potential role of the peo-
ple’s colleges can only be understood in
relation to their original position and early
development which stabilized at the be-
ginning of this century.
By that time the schools had become a
vehicle for the democratic ambitions in
Swedish society in at least two ways: first
their mere existence made it possible for
talented young people from distant rural
areas or from working class backgrounds
to obtain a higher education than was
otherwise available beyond compulsory
schooling; and second many of the PCs
emphasized education into citizenship
and preparation for active participation
in the democratic process.
The pedagogics were from the beginning
characterized by the student participation
in the planning and realization of the stud-
ies, by group orientation and non-
hierachy vis-a-vis the teacher. Human
development rather than formal qualifi-
cation was emphasized. There were no
2) These schools are today called
“folkhögskola” in Sweden and have
similar names in Denmark and Nor-
way. It can be argued whether they
should be translated to “folk high
schools” or “people’s colleges” in
English. Contrary to their own self-
understanding we prefer the latter, the
connotation of which is closer to the
campus atmosphere, the liberal arts
approach, the age of the students and
the cultural ambitions of many of the
schools. Cf. the liberal arts colleges
in the US.
3) Roughly 87% of the long course
students study two terms or more.
Around 47% study four terms or more.
4) This is a rough estimate based on
the fact that 37 000 long course stu-
dents attend education in PCs and 313
000 pupils study at the gymnaisums.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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grades on completing the education pro-
vided, but rather a general statement of
the social and learning capabilities of each
student. To accomplish these general
goals the boarding system - where teach-
ers and students lived together - played
an important role.
Education in basic subjects like Swedish,
English and maths had similarities with
that in the gymnasiums and also had a
high priority. The PCs thus became the
gateway, primarily in small villages, rural
areas and district centres, to many lower-
middle class positions like policemen,
primary school teachers, nurses etc. Al-
ready in the 1920s it was observed that
working class young people going to PCs
did not return to their original positions
but moved up the social ladder.
To a large extent PCs benefited from the
large demand for education which could
not be met by the established institutions.
Thus they recruited many highly moti-
vated students who went on to fill posi-
tions in Swedish public life such as poli-
ticians and authors. PCs thus became im-
portant institutions - among others - in
the Swedish system for the formation of
the social and cultural capital which
opened parallel and alternative careers to
the democratic institutions. The impor-
tance of phenomena like this has recently
been analyzed in the well known study
on democracy in Northern Italy by Putnam
(1996).
The PCs developed into fora where broad
categories of people could learn and take
part in the national cultural heritage. The
assembly halls and libraries of the PCs
became centres of culture in rural areas
and small towns. In this environment
popular culture mixed and interacted with
more classical cultural expressions. The
Swedish “labour authors” - which have
no equivalent of similar importance in any
other European language area - have their
origin in this cultural environment
(Furuland, 1991 & Hägg, 1996).
A changing role
for the people’s colleges
As the state system for secondary educa-
tion was reformed during the 1960s, 1970s
and 1980s and the academic and other
systems of higher education expanded,
the people’s colleges searched new roles
and identities. Their old base for recruit-
ment eroded as a consequence of the
democratization of the Swedish society -
a process to which they had contributed.
On the one hand, the social recruitment
at the higher end of the government
school system was drastically broadened
and, on the other, the school system en-
tered educational fields earlier occupied
by the PCs. Parents who had studied at
the people’s colleges sent their children
to the gymnasiums (upper-secondary
schools) and universities.
The popular movements furthermore (and
in particular those with their roots in the
early phases of industrialization) were
challenged by the new realitites of the
advanced industrial - or the post-indus-
trial - society and the deep changes in
value systems which accompanied that
transformation.5 The ongoing uncertainty
and reorientation within the old popular
movements, which still run many colleges,
also had implications for the role-seek-
ing activities of their PCs.
Subsidies to the people’s colleges are still
based on the idea of complementarity to
the established school-system, i.e. serv-
ing functions otherwise not attended to.
The PCs thus have reoriented their activi-
ties to areas outside the established pub-
lic education system (see SOU 1990:65).
Basically the PCs (and their owners) and
the Parliament have agreed on the role
of playing on the ground left open by the
public school system. It may be argued
that this gives the people’s colleges a re-
active rather than proactive role in an
education system under change
(Laestadius 1991). At the same time large
incentives are created - in other areas of
the education system - for newly estab-
lished private schools to compete with the
established gymnasiums.
Although relatively weaker than was the
case between the two world wars, today’s
people’s colleges recruit more students
than ever before. A detailed analysis of
the statistics reveals the changing role for
the PCs discussed above. Their activities
today come under four categories, three
types of long courses, and a short-course
education.
5) The classics in this field are, of
course Bell (1973); Bell (1976);
Inglehart (1977) and Inglehart (1990).
More relevant for Sweden are
Andersson et al (1993) and Pettersson
(1988).
“Subsidies to the people’s
colleges are still based on
the idea of complemen-
tarity to the established
school-system, i.e. serving
functions otherwise not at-
tended to. The PCs thus
have reoriented their ac-
tivities to areas outside the
established public educa-
tion system (…). Basically
the PCs (and their owners)
and the Parliament have
agreed on the role of play-
ing on the ground left open
by the public school sys-
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General long courses
The first category is the general long
courses attended by less than a third of
the long course students (11 000). These
courses once constituted the traditional
backbone of the people’s colleges. They
were dedicated to general school subjects
in the humanities and social sciences to-
gether with the characteristic general PC-
profiles of citizenship and culture as well
as the local profiles reflecting the own-
er’s intentions.
The general courses have traditionally
combined the freedom of deciding the
content of the curriculum as well as the
pedagogical process with the demand
(from at least some of the students) to
provide the general competences neces-
sary to enter higher education.
During recent decades, however, these
general long courses have been chal-
lenged from two, partly contradictory,
directions. First of all, the recruitment base
has changed. Originally recruiting stu-
dents looking to be socially mobile, the
long general courses have transformed
towards taking care of young people who,
in one way or another, experience diffi-
culties integrating into the normal second-
ary school. This new structure of students
in general courses is probably connected
with a shift in their motives and ambi-
tions; from a positive and proactive search
process for education among motivated
upwardly mobile young people towards
a negative reactive selection among not-
so-resourceful students. The other chal-
lenge to the general courses is the in-
creased pressure from the government to
normalize the curriculae of the PCs to the
content and standards of the gymnasiums.
Special long courses
The second area - special long courses
(about 12 000 students) mainly in music,
arts, photography, and other aesthetical
fields - represents a move in another di-
rection. The PC’s have established for
themselves a niche that is not so well de-
veloped in the normal educational sys-
tem and which reflects the increased de-
mand among young people in post-ma-
terialist societies for cultural and aesthetic
activities. There is a rich store of Swedish
material available from interviews among
young people confirming these post-
materialist tendencies (Andersson et al
1993). These courses show similarities
with those of the American liberal arts
colleges.
The specialized courses in media, theatre,
music and painting and writing attract
many talented students - mainly female -
who have finished their gymnasium and
have sometimes chosen this alternative
before academic studies. These courses
often function as a bridge between the
gymnasium and the academies for arts,
music etc. The students are usually highly
motivated and if some are drop-outs from
the ordinary school system the reason may
well be that they have found the people’s
colleges a better alternative. Partly they
sharpen their talents and partly they de-
velop their cultural (and human) capital
during their stay at the college.
Many PCs offer special courses which are
not only successful and attractive but also
well known in the media as centres of
excellence in their fields. However, there
are many successful special courses di-
rected towards social working and spe-
cial categories of handicapped students
which are less well known by the public
but where many of the schools have de-
veloped unique competences.
Labour market oriented education
Thirdly the PCs have responded to the re-
cent demand (and money) for labour mar-
ket oriented education and rapidly created
new capacity for about 14 000 students.
This category was introduced in 1992/93
as a consequence of the Parliament’s am-
bitions to handle the rapidly rising open
unemployment figures hitherto unknown
in the Swedish labour market.6
These labour market oriented schemes
soon developed into the single most im-
portant activity at the PCs, reaching more
than 30% of government funding and ap-
proximately the same of their education
activities.
It may be argued that the people’s col-
leges have exhibited an enormous flex-
ibility in rapidly increasing their capacity
to produce meaningful education for job-
less and usually uneducated students.
There is, however, also an intense debate
6) From July 1997 this labour market
oriented scheme is integrated into the
larger national “Knowledge Improve-
ment Scheme” (Kunskapslyftet).
The activities of the PCs
come under four categories
– “(…) the long general
courses have transformed
towards taking care of
young people who, in one
way or another, experience
difficulties integrating into
the normal secondary
school.(…)
– (…) special long courses
(…) show similarities with
those of the American lib-
eral arts colleges. (…) The
specialized courses in me-
dia, theatre, music and
painting and writing at-
tract many talented stu-
dents . (…) The students
are usually highly moti-
vated and if some are drop-
outs from the ordinary
school system the reason
may well be that they have
found the people’s colleges
a better alternative. (…)
– (…) labour market ori-
ented education (…) for
jobless and usually unedu-
cated students.”
– (…) finally the people’s
colleges provide short
course education, mainly 1
to 3 days and usually in co-
operation with an organi-
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within the schools whether this response
to short-term labour market needs has
occured at the expense of the long-term
goals of the schools (Folkhögskolan, vari-
ous issues; Lindgren et al 1997). To get
government money the PCs have to nor-
malize their curriculae to government
standards, primarily in line with the pub-
lic upper-secondary system. The freedom
to decide on their own curriculae and
pedagogics is reduced.
People’s colleges primarily attract female
students. About 62% of the long course
students are women. There is no signifi-
cant difference between the three types
of long courses. This high female ratio is
in line with the general observation that
women are more dedicated than men to
join educational schemes in general and
with a cultural and intellectual profile in
particular. In a knowledge based post-in-
dustrial society this may in the long run
make them more competitive.
As regards age people’s college educa-
tion is - and has always been - for adults
or near adults. This observation is also
supported by the statistics which report
that about 41% are aged 18-24 and about
45% of the long course students are aged
25-45. There is also a significant group
(11%) older than 45 years.
Short course education
Fourthly and finally the people’s colleges
provide short course education, mainly 1
to 3 days and usually in co-operation with
an organization. These courses have in-
creased in volume during the 1990s and
may reflect a de facto government fi-
nanced subsidy of education for all those
organizations (and sometimes community
bodies) which usually co-operate with the
PCs in the arrangements of these courses.
There are also strong incentives for the
PCs to offer these courses in combina-
tion with accomodation for two or three
days and thus benefit from economies of
scale in their education and boarding fa-
cilities.
Returning “drop-outs”
to life long learning
In adapting to the structural change of
Swedish society, the people’s colleges
have - more or less voluntarily - gener-
ally developed a competence to handle
the problematic part of Swedish educa-
tion.
The specialization in this field is shared
with “Komvux” (kommunala vuxenut-
bildningen = municipal adult education)
which is a larger player than the PCs, al-
though the Komvux-system is dominated
by part-time students and students attend-
ing single courses. Both systems, however,
recruit “drop-outs” and immigrants. The
PCs dominate the market - if that expres-
sion is allowed - for handicapped stu-
dents.
The roles played by the Komvux and the
PCs are nevertheless somewhat different.
A large part of the students attending
Komvux-courses do so either to receive
higher grades on courses already passed
in the gymnasiums (to make them more
competitive), or to complement their gym-
nasium exams to qualify for a university
course.7 These, usually resourceful and
highly motivated students, enter the same
courses at the Komvux together with stu-
dents who can appropriately be classified
as “drop-outs”. This is a challenge, but
also a source of problems, in the class-
rooms in the Komvux.
There are also differences in the peda-
gogics between the Komvux and the PCs.
In the former there are fewer lectures, the
amount of individual homework is greater
and the pensum to study is larger. Stud-
ies at the Komvux are mainly achievement
oriented towards formal qualification and
contrast with the social activities oriented
towards human development which are
important at the PCs.
Teachers at the people’s colleges claim
that they receive a large number of stu-
dents who are “drop-outs” from the
Komvux-courses. The statistical picture is
not complete on this point however. Some
20% of those attending courses in basic
adult education (compulsory school level)
do not finish their courses (1993/94). The
interruptions on the upper-secondary
level of the Komvux-courses are around
16% but that figure probably hides a larger
“drop-out” problem (SCB 1995b, p 133).8
There are no statistics available however
on the relation between these “second-
ary drop-outs” and the people’s colleges.
“(…) people’s college edu-
cation is - and has always
been - for adults or near
adults. (…) About 41% are
aged 18-24 and about 45%
of the long course students
are aged 25-45. There is
also a significant group
(11%) older than 45 years.”
7) The available statistics are clear on
this point. The motive for 68% of
Komvux post secondary students in
1992 was explicitly to continue their
studies compared to 34% for PC-stu-
dents. Personal development on the
other hand was the stated motive for
31% of PC-students and only for 12%
of the Komvux students. Similarly 25%
of PC-students gave labour market
reasons compared to only 15% for
Komvux students.
The unemployment rate for Komvux
students was 13% compared to 20%
for all PC-students and 25.5% for those
commencing general long courses
(SCB 1994 & SCB 1995a p 21f).
8) The denominator includes e.g.
about 25% highly motivated students
which want to qualify for selected
academic training and are very un-
likely to drop-out. The details on this
have, however, not been studied in
this case.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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There are also “drop-outs” from the peo-
ple’s colleges. In fact 20% of the students
who started a long course in the autumn
1992 did not complete their education
(SCB 1995a, p 9 & 29).
Ten years ago the drop-out ratio from the
PCs was 16%, supporting the impression
that the people’s colleges nowadays re-
ceive less motivated students (SCB 1988).
This problem of successive dropping-out
from the normal public school system,
from the Komvux-courses and the PCs
needs further research for a more defini-
tive conclusion, however.
The share of drop-outs attending courses
at people’s colleges depends, of course,
on the definition of a “drop-out”. Defin-
ing drop-outs narrowly as a person who
has not finished compulsory school gives
a drop-out ratio among PC-students of
11%. A broader definition including those
who have only compulsory schooling and
those who have started but not finished
the gymnasium adds another 30%. If the
special courses (with highly motivated
students) are excluded from the figures,
the drop-out ratios, as defined above,
become 13% and 51% (SCB 1997). Almost
two thirds of the students (64%) attend-
ing the general and labour market ori-
ented courses at the people’s colleges,
may thus be classified as drop-outs!
Around 22% of the long course students
are classified as handicapped. They also
constitute 30% and 27% of the general
courses and labour market oriented
courses respectively. “Handicapped” in
this context comprises 16 medical and
social categories. The group “immigrants
with language problems” constitute the
single largest category (41.6%), and is
particularly well represented at the labour
market oriented courses (SCB 1997). Two
thirds of the immigrants on these courses,
however, have at least 11 to 13 years or
more of (foreign) school attendance be-
fore they join these courses indicating a
serious problem in the Swedish labour
market rather than problems on the indi-
vidual level (Lindgren et al 1997).
Evaluation of the people’s
colleges
Evaluating the results of the efforts from
the people’s colleges is not easy. One
obvious reason is that the goals of the
PCs are not easy to quantify. Evaluators
thus cannot easily estimate their efficiency
and productivity. As the goals differ - and
obviously the recruitment of the students
- from other systems like the Komvux,
comparative analyses are also difficult. In
addition, the polarization in strategies and
recruitment within the PC-system makes
even many detailed statistics unsuitable
for valid and reliable conclusions.
Evaluations have been done, however,
many of them based on large sets of in-
terviews. In general these evaluations
show a positive or very positive picture.
A large inquiry among people having at-
tended long PC-courses showed extremely
high satisfaction among the interviewees
(SOU 1995:141, p 43). Many of the stu-
dents reported increased self confidence
as an important effect of their long courses
(SOU 1996:159; Lindgren, 1996). They do
not necessarily get a job after finishing
their course, but they identify that they
need to learn more and to continue into
more specialized education and training.
The tradition of PC selection mechanisms
being different to the standard education
Table 1:
Effects of long courses at People’s College -
summary of findings (percent of studied population)
92:II 95:II
General (open) youth unemployment (20-24 ys) 10.7 15.6
Situation before and after studies at PC (commencing 1992):
All long course students: in work 30 27
unemploym. 20 15
studies 30 36
Male: in work 30 28
unemploym. 24 15
studies 26 35
Excl. special course: in work 26.9 21.3
unemploym. 25.5 17.4
studies 24.8 34.8
Note: the remainder either join labour market programmes or work in their own households.
Source: SCB 1995a & SCB-AKUVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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- the small groups, the cultural climate of
recognizing each individual and the ex-
perience of communicating with people
who earlier were neglected - seems to
have positive effects.
There are also two recent sets of quanti-
tative data available: one related to long
course students commencing 1992 and
one inquiry among those who followed
the labour market oriented programme
1994/95.
The 1992 study was followed up in 1995.
The interpretation of the results is compli-
cated due to the the fact that the situation
on the Swedish labour market changed
dramatically between 1992 and 1995. More
or less during their education (from the
second quarter 1992 to the second quarter
1995) - open unemployment for youths
aged 20-24 years increased from 10.7 to
15.6% (SCB-AKU). Despite that, however,
the 1992/95 study indicates that the un-
employment rate for the PC-students de-
clined from 20% (before) to 15% (after).
In addition, those who declared their ac-
tivity as studies increased from 30% (be-
fore) to 36% (after). The change was more
pronounced for male students than for fe-
male: unemployment decreased from 24%
to 15% and studies increased from 26% to
35% (SCB 1995a, p 7 & 21). This may indi-
cate that men to a larger extent use the
people’s colleges to increase their worth
while women attend them for personal and
cultural reasons.
If the special courses (with highly moti-
vated students) are excluded, the unem-
ployment rate for the PC students com-
mencing general long courses appears to
decline from 25.5% to 17.4% (SCB 1995a,
p 22). There is also - which probably is
most important - a significant increase in
the motivation for further studies in this
group containing a large share of drop-
outs: 35% of the general course students
go on to study! (see table 1).
(see table 1).
The inquiry on the students following la-
bour market oriented education at peo-
ple’s colleges 1994/95 shows that the rate
of full time employment has increased
from 14% in 1994, to 21% in 1996, and
that those going on to study increased
from 29% to 35% and that the unemploy-
ment rate decreased from 39% to 27%
(Lindgren et al 1997, p 59) (see table 2).
(see table 2).
It seems, thus, possible to conclude that
the Swedish people’s colleges, in a pe-
riod characterized by a dramatic deterio-
ration of the labour market situation, man-
age to pass a significant amount of drop-
outs - which, depending on the defini-
tion, make up for maybe two thirds of
their students - either into further studies
and vocational training or to employment.
The qualitative evaluations as well as the
statistics point in the same direction.10
The PCs manage to do this with a respect
for the diversity of their clientele, includ-
ing a large share of students with disabili-
ties and from other countries. This values
pluralism by adapting curriculae to per-
sonal needs.
These educational activities also, to a grow-
ing extent, take place in competition with
the Komvux and with newly established
private schools and educational institutes.
The institutional pluralism and specialisa-
tion emerging out of this helps to respond
to the cultural diversity of Sweden.
This transformation and competition is,
however, also painful for the PCs. Due to
their successful past, and the deep rooted
relations to ageing popular movements,
there are tendencies towards insularity in
the sub-culture of people’s education and
colleges. The PCs thus face the need to
balance developing the powerful parts of
their cultural heritage on the one hand
and to transform to the new needs of to-
day’s society on the other (SOU 1996:75;
Lindgren 1997). In this situation some PCs
Table 2:
Effects of labour market oriented education
at People’s College - summary of findings
(percent of studied population)
94:II 96:II
General (open) unemployment (20-24 ys) 15.9 14.9
General (open) unemployment (25-34ys)9  9.5  8.9
Situation before and after studies at PC (commencing 1994):
Full time employment 14 21
Studies 29 35
Unemployment 39 27
Source: Lindgren et al (1997) & SCB-AKU
9) The creation of labour market ori-
ented education programmes reduce
by definition open unemployment fig-
ures. This reduction is of a magnitude
of one per cent unit for the relevant
ages during the period 1994-96.
10) Actually the panel based studies
summarized in tables 1 & 2 may, al-
though the time period is short, be
influenced by the natural maturing
process among those studied (as
young people grow older they are
more inclined to look for jobs). As
no comparable panel data are avail-
able for drop-outs not following any
educational programmes we cannot
discriminate between the “maturing
effect” and the “PC-effect” in the re-
ported changes for the panel in
(un)employment and participation in
new educational programmes.
In addition it may be argued that the
dramatic change during the 90s in the
Swedish labour market significantly
influences the pool of drop-outs and
their behaviour and thus makes it dif-
ficult to discriminate between the
“general impact” and the “crisis im-
pact” of the PCs.
Finally, like in many other studies on
the achievements of educational sys-
tems the statistics do not safely dis-
criminate between the “filtering ef-
fects” (cf Arrow, 1973) of the recruit-
ment process and the “education ef-
fects”. If we, for example, assume that
the process of becoming unemployed
is more stochastic than the process
of getting a new job it may well be
that the most talented and ambitious
among the newly jobless manage to
enter a PC education.
These are the only data available how-
ever and no figures or qualitative re-
sults found contradict the conclusions
drawn here. Technical details of the
statistical work (performed by Statis-
tics Sweden) are published by the
sources mentioned in the tables.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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- as firms and institutions do in periods
of transition - concentrate on crying for
protection of their special character. How-
ever, it seems that this special character
provides them with a strong competitive
potential worth to utilizing and develop-
ing, namely educating the probably in-
creasing number of drop-outs in modern
society and that this Nordic innovation still
has an important role to play.
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University of
Amsterdam Over- and under-educa-
tion and the relation to
vocational training1
o realised matches (RM) where required
education is derived from what workers
in the respondent’s job or occupation usu-
ally have attained.
Naturally, the incidence of mismatch de-
pends on how we specify required school-
ing. Table 1 collects results from various
studies. It’s fairly common to find a proper
match in about 60% of the cases, with a
somewhat lower estimate for the United
States and very low estimates for Portu-
gal in some years.
The RM method usually finds symmetry
in under- and over-education (see Neth-
erlands 1983, Spain 1990, Portugal 1985
and the UK 1991, Portugal 1991 is an ex-
ception).
For the Netherlands, estimates from WA
and JA methods can be compared for
1971, and 1974 respectively, and they are
very similar. The difference is somewhat
larger for the period 1977-1982.
A comparison of individual evaluations by
WA and JA has been made for the Neth-
erlands by Van der Velden and Van
Smoorenburg (1997). Their observations
are for workers one year after their gradu-
ation from secondary education or from
higher vocational education. The corre-
lation coefficient for the two estimates of
required education is .66. If the WA meas-
ures are aggregated to occupation levels,
to make them more comparable with the
occupation-based JA measures, the cor-
relation coefficient increases to .78.
Although the measures of over- and un-
der-education are not very precise, the
data invite comparisons over time (only
the WA and the JA measures should be
considered since the RM method, as a rela-
tive measure, is not suitable for this pur-
The terminology of over-
and under-education can be
quite misleading. In rela-
tion to policies on voca-
tional training it can even
be treacherous. The terms
have a normative connota-
tion, suggesting poor allo-
cation and inefficiencies in
schooling. Some took the
measured incidence of (ris-
ing) over-education as evi-
dence that the schooling
expansion had gone too far,
and that these investments
had been wasted. But the
positive and substantial re-
turns to years of over-edu-
cation effectively falsify this
view.
1) This paper is based on a Keynote
speech for the Conference of the Ap-
plied Econometrics Association,
Maastricht May 15-16 1997. Full de-
tails are given in Hartog (1998a,b). JEL
J24; J31
Results on over-
and under-education
The well-known Mincerian earnings func-
tion relates the log of earnings to years
of schooling attained, experience and its
square. This equation has the been the
basis for hundreds if not thousands of
estimates of the rate of return to school-
ing. Estimated returns mostly fall between
5% to 15% on average for additional
school years after elementary education.
Duncan and Hoffman (1981) have started
a literature by distinguishing between an
individual’s attained level of education
and the education required in the job.
From these two concepts they derived
measures of over- and under-education,
and they estimated returns to these years
of mismatch, as well as returns to required
years of education. Other authors have
followed. One of the nice features of this
literature is the attention to the demand
side of the labour market.
The common characterisation of the de-
mand side of the labour market is quite
crude and neglects that jobs differ in many
characteristics that affect productivity.
These characteristics are often expressed
as “job requirements”, and one of them is
indeed required schooling. It is only a
single variable that necessarily compresses
much information. Still, it’s a step in the
right direction.
In the literature on over-education (and
under-education), required schooling has
been measured in three different ways.
o job analysis (JA) by professional job
analysts;
o worker self-assessment (WA), where the
worker specifies the education required
for the job;VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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pose.) We may conclude that for three of
the European countries that we have ob-
servations on, the incidence of over-edu-
cation has increased, that of under-edu-
cation has decreased. This holds for the
Netherlands 1960-1995, for Spain 1985-
1990 and for Portugal 1982-1992. It sug-
gests that the strong expansion of
participation in education has outpaced
the increase in the demanded levels of
education. In the Netherlands, the ob-
served trend will also have been influ-
enced by the high exit rates of older work-
ers with low levels of schooling. The
development in the United States appears
different. While over-education may have
followed a U-shaped pattern between
1969 and 1977, there is evidence that it
decreased in the subsequent period, un-
til 1984. Between 1978 and 1984, the ex-
tent of under-education appears to have
diminished. This points to a trend oppo-
site to that in the three European coun-
tries.
The literature on over- and under-educa-
tion has used an earnings function that is
a generalisation of the standard Mincer
equation and that may be called the “over-
required and under-education (ORU) -
specification”2.
A survey of results for ORU earnings func-
tions from five countries, from different
sources for different years, amounting to
a set of 45 regression results, supports the
conclusions that:
o the returns to required schooling are
higher than the returns to actual educa-
tion;
o returns to over-education are positive,
but smaller than to required schooling;
o returns to under-education are nega-
tive;
o these three conclusions are not sensi-
tive to the measure of required school-
ing.
The penalty for under-education is always
smaller than the returns to required
schooling. It is usually also smaller than
the returns to over-education, but here
exceptions occur.
We can use the results to make two com-
parisons. First, in a given job, with a given
level of required education, earnings for
under-educated workers are lower and
earnings for over-educated workers are
higher, compared to workers who bring
just the required education to the job.
Second, workers with a given education
who get a job requiring more education
than they have, have higher earnings than
those in a job just matching their educa-
tion (over-education has a positive re-
turn), but lower earnings than workers
who have the required education for that
2) for Over-, Required, and Under-
education:
Ln W = Xb + grSr + goSo + guSu + h
where Sr is the schooling years re-
quired in the job, So is the number of
years of over-schooling (individual’s
attained education minus required
education in the job if positive; other-
wise, So is zero) and Su is under-edu-
cation years (required minus attained
schooling years if positive, zero oth-
erwise). X contains other explanatory
variables, h is a random error term.
The standard Mincer equation is in-
cluded as the special case where the
g’s are identical.
Table 1
Incidence of over- and under-education (percentages)
country year over- proper under evaluation
education match education method
Nether- 1960 7 58 36 JA
lands 1971 14 59 27 JA
1971 15 55 30 JA
1974 17 53 30 WA
1977 26 54 21 JA
1982 16 62 22 WA
1983 16 68 16 RM
1995 24 63 12 WA
Spain 1985 17 60 23 WA
1985 26 58 17 WA
1990 28 61 11 WA
1990 15 69 15 RM
Portugal 1985 18 63 19 RM
1991 26 58 17 RM
1985 26 30 43 JA
1991 33 29 38 JA
1982 24 29 48 JA
1986 26 30 45 JA
1992 33 29 38 JA
UK 1986 31 52 17 WA
1991 13 70 17 RM
US 1969 35 WA
1973 27 WA
1977 32 WA
1976 42 46 12 WA
1976/78 41 43 16 WA
1976 33 47 20 WA
Sources: see Hartog (1998a,b)VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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job: over-education has lower returns than
required schooling.
It would obviously be highly informative
if we knew the effect of over- and under-
education on productivity, rather than on
wages. Several studies have established a
negative effect of over-education on job
satisfaction (Tsang et al, 1991). Tsang
(1987) has estimated that reductions in
aggregated job satisfaction reduce plant
output, thus implying that over-education
reduces worker productivity. According
to this estimate, work reorganisation that
raises job requirements would increase
output by 8% for a year reduction in each
worker’s over-education. It is regrettable
that this is the only study to focus on pro-
ductivity effects. It leaves the puzzle that
over-education should reduce wages
rather than increase them.
The relation with
vocational training
There are three candidates for an inter-
pretation of the results on over- and un-
der-education:
o searching for the good match in an en-
vironment of imperfect information,
o a human capital interpretation, and
o the hedonic/assignment interpretation.
The interpretations are not mutually ex-
clusive. The hedonic or assignment model
is a general model for matching hetero-
geneous workers to heterogeneous jobs.
A discussion of that model would be
rather technical and will not be presented
here.
Searching and matching
“Mismatch” can be a temporary status in
a worker’s career development, resulting
from imperfect information and adjusted
by deliberate search.
There is indeed evidence that mismatch
is related to an individual’s experience in
the labour market, and in that sense a
temporary situation. It is clear that the
incidence of over-education falls with in-
creasing age and experience, and that the
incidence of under-education at the same
time decreases. The effect of job tenure
however, is not unambiguous and there
is certainly no unequivocal support for
tenure to have the same monotonic ef-
fect as experience. In fact, these results
precisely support the interpretation of mis-
match as originating in imperfect informa-
tion coupled with a search for higher job
levels during an individual’s career. Sup-
pose we ignore involuntary mobility due
to lay-offs, etc. Let us suppose also that
workers with a given level of education
seek to improve the required education
level of their job: they aim for the highest
possible job level, in part because with
this comes higher earnings. Experience
can then only bring an increase in job
level. Individuals only move if their job
level increases, for a job level decrease
they will not leave their present job.
The case is different for job tenure how-
ever. Job levels are indeed found to in-
crease with experience, while the effect
of tenure has been found to be positive,
negative or absent3. Surely, the imperfect
information-search story goes a long way
in explaining the observations we have,
but we should note that the search story
is consistent with many views of the la-
bour market and does not settle any dis-
pute. Note also that we only allowed for
voluntary mobility when deriving the rela-
tions with experience and tenure
Human capital
Human capital theory has two arguments
to accommodate the observations: delib-
erate investment and the effects of omit-
ted human capital components.
In the human capital perspective, over-
education may result from a deliberate
choice because the low-level job is a good
investment opportunity. Under-education
now will bring future benefits, because
of the valuable experience in the job. Si-
cherman (1991) tests the prediction that
over-schooled workers are more likely to
move to higher level occupations. The
prediction is borne out, but the same re-
sult of increased likelihood of upward
occupational mobility is found for under-
schooled workers. Alba-Ramirez (1993)
finds that over-educated workers are more
likely to change occupation when mov-
ing firm and that under-educated work-
ers are more likely to move to a different
3) If job offers to individuals arrive
randomly, independent of job level
already obtained. If the workers’
present job has resulted from a
particularly high offer, they will re-
main. Long tenure will then be asso-
ciated with a high job level. However,
workers who get a good offer will
leave their present job, and in the new
job they will combine short tenure
with high job level. In a survey we
observe a cross-section of these
events, and the balance of the posi-
tive and the negative forces may go
either way. Hence, the empirical find-
ings thus fit in with the random search
view.
“(…) in a given job, with a
given level of required edu-
cation, earnings for under-
educated workers are
lower and earnings for
over-educated workers are
higher, compared to work-
ers who bring just the re-
quired education to the
job.”
“It is clear that the inci-
dence of over-education
falls with increasing age
and experience, and that
the incidence of under-edu-
cation at the same time
decreases.”VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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job in the same occupation. He explains
this from the choice for investment in
general human capital in the former case,
and specific human capital in the latter.
But search processes, or temporary ex-
cess supply in a market, could also ex-
plain this. With some education type in
excess supply, young graduates could
easily start with over-education in their
own line, and then decide to move to a
different occupation.
More specific evidence is needed to
demonstrate superior explanatory power
of this hypothesis. One such piece of evi-
dence is given by Kiker et al. (forthcom-
ing): the over-educated have faster earn-
ings growth with tenure. These authors
test two competing hypotheses on over-
and under-education. One hypothesis is
the substitution view: other investments,
other human capital can substitute for
schooling. The over-educated have good
qualifications and are likely to move on
to a better matching job. Present employ-
ers have no interest to invest addition-
ally in the over-educated, and their earn-
ings growth in relation to tenure should
be low, relative to individuals who are
not over-educated. Similarly, there would
be nothing wrong with the under-edu-
cated: they have reached their position
due to other forms of human capital, in-
vestment will flow to other workers, with
deficiencies, and the earnings growth of
the under-educated will lag behind: the
penalty for under-education falls with ex-
perience and tenure. These results are
not corroborated for Portugal. Instead,
the authors claim support for the tech-
nology hypothesis. Technology con-
stantly leads to higher required levels of
education in given jobs. The under-edu-
cated are those with obsolete skills, in
which employers will not invest: they will
seek to replace them by better-educated
people. Thus, their earnings growth
should fall with experience and tenure.
The over-educated are the workers who
possess the latest skills, they are the ones
in which employers put their trust and
their investment money, leading to faster
earnings growth with tenure. These pre-
dicted earnings effects are indeed found,
and the authors conclude that over-edu-
cation and under-education signal situa-
tions where skill-biased technological
developments identify workers in which
employers want to invest, with on-the-
job training, etc., and workers in which
they don’t want to invest. It’s worth
pointing out however, that the invest-
ments themselves are not observed, as
there are no good data on this in Portu-
gal, in spite of the massive support from
the European Union for training pro-
grammes. Note also, that the substitution
hypothesis can also explain faster earn-
ings growth with experience for the over-
educated: they are qualified for a better
job, and more likely to move on to the
better matching and better paying job.
Incomplete measurement of the worker’s
human capital has strong a priori support.
Experience and training may indeed be
thought to compensate for “under-educa-
tion”. But as noted above, a positive ef-
fect of experience on job level (and a nega-
tive effect on over-education) may also
result from search under incomplete in-
formation. And with training, the problem
is that the empirical studies often do not
measure actual training, but training as
required for the job, irrespective of
whether the worker got it or not. Requi-
red training in fact points to the job level,
and more required training for under-edu-
cated workers is almost tautological: if you
are under-educated, you are in a high level
job, which requires more training. Beneito
et al (1996) use training as “once engaged
in specific training for the job held”, and
this indeed would seem to be the proper
specification. Years under-educated in the
present job significantly increase the
probability of having had training specific
to the present job, years over-educated sig-
nificantly reduce it. Groot (1997) also uses
a measure of actual training: “did you re-
ceive on-the-job training at the current
firm?”. This training measure significantly
increases the likelihood of being under-
educated, but has no effect on the likeli-
hood of over-education. If the training was
for the present job, it is likely that the
causality was from match quality to train-
ing, but it is also possible that the training
was given for an earlier job and that from
there, the worker has been promoted into
under-education.
There is also some evidence that other
worker qualities are related to under- and
over-education. Hartog and Jonker (1996)
find that under-education at age 43 is
weakly positively related to childhood IQ,
although at age 53 the effect has becomeVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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insignificant. Hartog, Houtkoop and
Oosterbeek (1997) find that both for men
and women, the likelihood of under-
schooling significantly increases with
quantitative literacy, while the likelihood
of over-schooling is not significantly af-
fected. Thus, within their group, the un-
der-schooled are the more able (control-
ling for education and experience). Quan-
titative literacy is measured as the skill in
dealing with information, a measure de-
veloped for the IALS project (OECD/Sta-
tistics Canada, 1995).
Overlooking the findings from the ORU
research, an interesting hypothesis can be
tentatively formulated. It seems that some
asymmetry is shaping up. Under-educa-
tion is less severely punished than over-
education is rewarded. Some studies find
that mobility is more stimulated by un-
der-education than by over-education.
Among the under-educated, we find the
more able individuals, while the over-
educated are not characterised by a devi-
ant distribution in terms of ability and
skill. The under-educated have more train-
ing, the over-educated have not less. This
suggests a process in which the workers
arrive, searching, at some job of a par-
ticular job level. Then, in a sort of cream-
ing process, the abler workers move up,
and they may float upwards to a job level
that makes them under-educated. But the
other individuals that remain enjoy some
protection: they are not kicked out of their
job, their salary is not reduced. It’s like a
model where there is some insurance of
a minimum level based on initially as-
sessed quality, where the best move up,
but the less able are not systematically
pushed down.
Conclusion
The terminology of over- and under-edu-
cation can be quite misleading. In rela-
tion to policies on vocational training it
can even be treacherous. The terms have
a normative connotation, suggesting poor
allocation and inefficiencies in schooling.
Some took the measured incidence of (ris-
ing) over-education as evidence that the
schooling expansion had gone too far, and
that these investments had been wasted.
But the positive and substantial returns
to years of over-education effectively fal-
sify this view.
The term of under-education easily sug-
gests that some individuals lack the hu-
man capital necessary for their job, and
therefore should receive compensating
on-the-job training. Such a conclusion
would be drawn prematurely. If other
forms of human capital make up for the
deficiency, there is no need for policy in-
tervention. On the relation between un-
der-education and job-related training
there certainly is no conclusive evidence
yet. One problem here is the immense
heterogeneity of training programmes.
They may range from an afternoon semi-
nar to fully developed training pro-
grammes for specific jobs. For formal
schooling programmes, there is a good
classification system, by school types and
by length in years. Conceptually, it is easy
to design a similar system for adult and
on-the-job training, but the statistical reg-
istration systems do not apply such uni-
form systems. Implementing a standard
system across countries would be a great
step forward.
“Under-education is less se-
verely punished than over-
education is rewarded.
Some studies find that mo-
bility is more stimulated by
under-education than by
over-education.”
References
Alba-Ramirez, A. (1993), Mismatch in the Spanish
labor market?, Journal of Human Resources, XXVIII
(2), 259-278
Beneito, P., J. Ferri, M.L. Moltó and E. Uriel
(1996), Over/under-education and on the job train-
ing in Spain: effect on monetary returns, paper pre-
sented at the EALE conference, Chania, Crete
Duncan, G. and S.D. Hoffman (1981), The inci-
dence and wage effects of over-education, Econom-
ics of Education Review, 1 (1), 75-86
Groot, W. (1997), The utilization of skills and the
structure of earnings of older workers, Leiden Uni-
versity, Department of Economics, working paperVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
52
Hartog, J. (1998a), Wandering along the hills of
ORU land, to be published in: J.A.M. Heijke (edi-
tor), Education, training and employment in the
knowledge based economy, London: Macmillan
Hartog, J. (1998b), Over-education and earnings:
where are we, where should we go? Economics of
Education Review, special issue on over-education,
forthcoming
Hartog J, and N. Jonker (1996), A job to match
your education: does it matter? Paper presented at
the ROA 10th Anniversary Conference, Maastricht;
published in: H. Heijke and L. Borghans, editors
(1998), Towards a transparant labour market for
educational decisions, Aldershot: Ashgate, 99-118
Hartog, J., W. Houtkoop and H. Oosterbeek
(1996), Returns to cognitive skills in the Nether-
lands, working paper, Universiteit van Amsterdam
Kiker, B.F., M.C. Santos and M.M. De Oliveira
(1999), The role of human capital and technologi-
cal change in over-education, Economics of Educa-
tion Review, special issue on over-education, forth-
coming
OECD/Statistics Canada (1995), Literacy, economy
and society, Paris: OECD
Sicherman, N. (1991), Over-education in the labor
market, Journal of Labor Economics, 9 (2), 101-122
Tsang, M.C. (1987), The impact of underutilization
of education on productivity: a case study of the
US Bell companies, Economics of Education Review,
6, 239-254
Tsang, M.C., R.W. Rumberger and H.M. Levin
(1991),  The impact of surplus schooling on worker
productivity, Industrial Relations, 30 (2), 209-228
Van der Velden, R.K.W. and M.S.M. van Smoo-
renburg (1997), The measurement of over-educa-
tion and under-education: Self-report vs job-ana-
lyst method, working paper, Research Center for
Education and the Labour Market, Maastricht Uni-
versityVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
53
Louis Mallet
Deputy Director-
General for
Administration,
Region of
Midi-Pyrénées
Explaining the enormous
growth in people with di-
plomas over the last 30
years in Europe
Generally speaking, there is a high level
of education in Europe. This is shown by
longer periods of training for young peo-
ple which is spreading to the rest of the
working population by means of a kind
of demographic process since each gen-
eration is “better trained” (trained for
longer) than the preceding one. The shift
towards higher level diplomas is just one
measure of this phenomenon.
The most widespread idea amongst re-
search staff, politicians and the social
partners is that the training system must
develop in line with the expected needs
of companies (the manpower approach).
The number of jobs in different occupa-
tions and sectors of the economy and the
content of these jobs are changing rap-
idly and the training system must antici-
pate or prepare for these developments
both in quantitative and qualitative terms.
All countries have taken considerable
steps to improve their education policies.
The declared goal was, more or less im-
plicitly, to contribute towards economic
developments, to adapt the workforce to
rapid technological progress to be better
equipped to deal with the new conditions
of national or international competition.
By means of these improvements in com-
petitive positions, the battle against un-
employment, particularly amongst young
people, is often presented as the ultimate
justification for these policies.
The lack of success achieved at least in
terms of unemployment and the funda-
mental changes in the characteristics of
the workforce resulting from these devel-
Diplomas and
the labour market:
Results and questions1
opments led to a need for comparative
reflection on the long-term effects of the
policies pursued, effects on the function-
ing of the labour market, the mechanisms
giving access to jobs and, beyond that,
on more general questions such as the
efficiency of our economies and the foun-
dations of social mobility.
These questions are all the more impor-
tant because they have to be addressed
in all countries in Europe. Of course, the
level of education in the different coun-
tries varies depending on the different
infrastructure, time-frames, and rhythms
which, in turn, are shaped by the history
of the education systems and, more gen-
erally, by the history of the respective
societies. The labour markets and the
economies which absorb this increase in
human resources also have very obvious
special features. The analysis of the na-
tional or social components of this phe-
nomenon is of major interest when it
comes to building Europe.
The retrospective study, which will intro-
duce the debate, will show that an in-
crease in the level of training can be at-
tributed to causes and consequences
which are far more difficult to interpret
than the prevailing opinion would seem
to imply. At the very least, however, it
does provide some tools in order to ad-
dress this problem from a different an-
gle. In so doing it presents to the differ-
ent players some questions about the
foundations of apparent consensus.
The study - the questions
raised and the results ob-
tained
This study was co-produced by CEDEFOP
and a European research network2. Its
central subject is the macro-economic or
D e b a t e
The most widespread idea
amongst research staff,
politicians and the social
partners is that the training
system must develop in line
with the expected needs of
companies. The number of
jobs in different occupa-
tions and sectors of the
economy and the content of
these jobs are changing rap-
idly and the training system
must anticipate or prepare
for these developments
both in quantitative and
qualitative terms. However,
an increase in the level of
training can be attributed to
causes and consequences
which are far more difficult
to interpret than the pre-
vailing opinion would seem
to imply.
1) The following articles in this “de-
bate” are based upon papers pre-
sented at a seminar of the Agora-
Thessaloniki organised by CEDEFOP
and held on 30 June 1997. The semi-
nar was called “Raising the level of
diplomas and their distribution on the
labour market: the lessons of the past
and prospects for the future”. The
seminar was organised by Jordi
Planas. A full report of the seminar,
also prepared by Jordi, is available in
English, French, German and Span-
ish from CEDEFOP.
2) The project was co-ordinated by
Louis Mallet, LIRHE, France, and the
network was co-ordinated by
Frédérique Rychener and later Jordi
Planas, CEDEFOP.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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macro-social analysis of the consequences
of investment in education on the labour
market and on the assignment of human
resources to the productive system. It of-
fers some elements of a reply to a broad
question: How is the increasing number
of qualified people being distributed
amongst the production system? The ques-
tion could just as easily be phrased in a
different manner: How can a labour sys-
tem, which is constantly changing, absorb
a workforce which has an increasingly
high level of training?
The answers to these questions can be
sought in different types of study. The lim-
ited choice of the European Research
Network “Qualifications and the Labour
Market” involved analysing the develop-
ment of structures in the different occu-
pations on the basis of the diplomas and
the age of the employees involved and
compared these structures at different
times.
This analysis is not complete. The distri-
bution of former trainees in the economy
was examined on the basis of occupations
whereas other analytic categories could
be used (for example, sectors of activity,
types of companies). Moreover, training
people in employment has been assessed
on the basis of two very global criteria:
their level of diploma and their age,
viewed here as a first approximation of
their work experience.
It is the interim evaluation of two years
work by six national teams which is the
basis for this article3. This study was car-
ried out in line with a common method
developed by LIHRE (CNRS Toulouse-
France) in six countries (France, Germany,
United Kingdom, Netherlands, Italy,
Spain) and at different times between 1975
and 1995.
This evaluation helped to establish com-
mon results and identify specific national
features.
Similar results for the six countries
The structures broken down according to
the diplomas and ages of people in the
different occupations are very inflexible:
for a time scale of ten years, the correla-
tion between initial structure and final
structure is somewhere between 63 % and
85 % depending on the respective coun-
try. This inflexibility can only be partly
explained by the stability of individuals
since there is considerable movement of
the workforce between occupations even
amongst those who are not new to the
occupation. This means that companies
have basically reproduced their choices
of recruitment or promotion and are con-
tinuing to combine the recruitment of
young people (with a higher level of edu-
cation) and the promotion of the work-
force of all ages (basically those with a
lower level of training) in the different
occupations. The lack of a major break
in the behaviour of companies and their
slowness in substituting qualified for un-
qualified staff are the main results. This
“historical summary” which constitutes the
starting point, therefore, plays a consid-
erable role in the development of occu-
pational structures.
The shifts observed in the initial struc-
tures indicate a general and relatively
homogenous increase in the average level
of training as well as a move towards
upper-qualification levels which are also
relatively homogenous in the different
occupations. This means that all occupa-
tions have benefited from an increase in
the level of education and not, as might
have been expected, just a few occupa-
tions which were subject to considerable
technological or organisational changes.
The availability of young people with a
higher level of education and training,
generation after generation, who enter the
working population leads to changes in
the structure of qualifications in the oc-
cupations by means of a simple knock-
on effect. Everything would seem to in-
dicate that the different occupations take
from the labour market what they find
and not what they require in terms of their
specific needs. The development in the
levels of diploma in each occupation can
be explained by the general development
in diplomas rather than by special recruit-
ment behaviour within each occupation.
This development could have been ex-
pected given for example the increase in
the numbers in an occupation or the
speed of change in the requirements for
the different occupations.
If this effect of availability is the major
phenomenon, the occupations are mov-
“The shifts observed in the
initial structures indicate a
general and relatively ho-
mogenous increase in the
average level of training as
well as a move towards up-
per-qualification levels (…)
in the different occupa-
tions. This means that all
occupations have benefited
from an increase in the
level of education and not,
as might have been ex-
pected, just a few occupa-
tions which were subject to
considerable technological
or organisational changes.”
“Everything would seem to
indicate that the different
occupations take from the
labour market what they
find and not what they re-
quire in terms of their spe-
cific needs.”
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ing away from this general model. Some
“over-consume” qualified people, others
“under-consume” them. These residual
effects probably have to do with phenom-
ena linked to the training requirements
of the occupations. They are secondary
vis-à-vis the effect of availability but they
also help to bring about another result:
more recently it is mainly the unskilled
occupations which have taken on a larger
number of qualified people.
The general trend, obvious in all coun-
tries, towards a relatively homogeneous
distribution of diploma-holders amongst
the different occupations, cannot neces-
sarily be interpreted on the basis of a sin-
gle explanatory analysis. The statistical
categories, the quality and the level of
aggregation of information, which depend
on each country, may conceal very dif-
ferent phenomena.
Moreover, in connection with this gen-
eral trend, countries and periods show
“unexplained” elements which call for
more in-depth analysis. The structures of
training, the legitimisation of diplomas
and the training periods in each country
have to be re-examined in order to ex-
plain the differences.
However, the overall result is somewhat
troubling in respect of the general ideas
behind education policies. The wide-
spread idea, according to which the de-
velopment of initial training is the re-
sponse to developments in the require-
ments of companies or at least that this
development is used by occupations in
accordance with their own dynamics, is
not really compatible with the homoge-
neity observed in the distribution of quali-
fied individuals throughout all occupa-
tions.
All these results have to be confirmed and
analysed country by country. Two major
considerations have already emerged:
o the distribution of qualified people
amongst the different occupations cannot
be initially explained by the different
needs of those occupations but by the
presence on the labour market of an in-
creasingly large number of qualified in-
dividuals;
o will training activities, the effects of
which on the labour market have still for
the most part to be identified, have the
same consequences? If our results are
accurate and reliable, this question raises
the need for forecasts from a new angle.
Questions and
(some) answers
It is very important to correctly interpret
the results. Fuelling forward reflection
raises different types of questions which
have to be examined in a general man-
ner for Europe as a whole and in a spe-
cific manner for each country.
The questions to which this study has
provided some elements of a reply
Does the increase in the level of train-
ing stem from the demands of compa-
nies or is it based on a social demand
for exogenous education?
Given our results we would tend rather
towards the second theory except for say-
ing that the demands of companies are
general and undifferentiated for the oc-
cupations. This is by no means unlikely.
Is a diploma increasingly becoming a
necessary precondition for obtaining
a job?
In general terms, yes and this also ap-
plies to the low levels of qualification.
The availability of qualified people is an
essential variable in the development of
structures for access to an occupation. For
a long time, diplomas which were not held
by many people were a relative advan-
tage for those who had them. Today, the
abundance of diplomas means not hav-
ing one can lead to exclusion.
Does the abundance of qualified peo-
ple run the risk of acting as an obsta-
cle to people’s career development
and thus to social mobility?
Yes, since not only is the number of peo-
ple with a diploma on the increase but
the structure of levels is changing which
gives more direct access to jobs which
were traditionally filled by means of in-
ternal promotion. However, since there
is considerable inertia in the structure of
skills in occupations, this substitution phe-
“the overall result is some-
what troubling in respect of
the general ideas behind
education policies. The
widespread idea, accord-
ing to which the develop-
ment of initial training is
the response to develop-
ments in the requirements
of companies or at least
that this development is
used by occupations in ac-
cordance with their own dy-
namics, is not really com-
patible with the homogene-
ity observed in the distribu-
tion of qualified individu-
als throughout all occupa-
tions.”
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nomenon is very slow. This is a problem
for tomorrow.
Is the link weakening between a di-
ploma and a salary?
Yes, because qualified people are no
longer finding jobs on their level and are
taking on jobs on a lower level. This “cas-
cade” effect penalises the lowest levels
of qualification, by increasing their vul-
nerability to unemployment.
Questions to which the study has not sup-
plied any or only limited answers.
Is the distribution of qualified peo-
ple linked to changes in job contents?
We cannot answer the question because
the nomenclatures used are too aggre-
gated and do not reflect the developments
in contents. Our results would only seem
to support the idea that similar changes
have taken place in all occupations.
Is the increase in the level of training
a solution to short-term unemploy-
ment?
Various studies show that in the short term
and at times of high unemployment, train-
ing only provides a solution for limited
shortages. In global terms, it merely leads
to a rearrangement of the people in the
queues. Our results simply say that the
structure of unemployment based on the
level of qualification has increased more
quickly than the structure in the majority
of occupations. Not only do the unem-
ployed have more diplomas than before
but the “density” of diplomas amongst the
unemployed has increased more quickly
than in most occupations.
Does the increase in the level of train-
ing help to raise productivity and,
beyond that, from the angle of vari-
ous macro-economic theories, does it
lead to the creation and maintenance
of new jobs?
This study does not permit an answer. The
widespread distribution of a larger
number of trained people to the different
occupations is very likely to increase the
global productivity of that system. In other
words, it is likely that training efforts have
contributed to the enormous increase in
the productivity of our economies. How-
ever, these results come from other stud-
ies. Our study does not comment on what
is obviously a very important point.
Have we had too much education in
Europe in the last 20 years?
This questions touches on the other ones.
None of our results indicates that train-
ing efforts have been useless or ineffi-
cient. They fully support the idea that
more training would have been useful.
We cannot answer this question without
having a standard (point of reference), i.e.
without knowing how many people have
to be trained and on what level. The re-
sults of the study seem to indicate that a
standard based on differentiated demands
according to the occupations is not the
one which guides the developments in
our systems.
Conclusion
This debate could be extended. If our
societies have made considerable efforts
to finance initial training, it is because the
different players involved in this issue
have reached some sort of consensus.
Three players are involved in the increase
in the level of education: the state, com-
panies and the young people themselves
along with their families. Each player has
two possible strategies: to encourage the
increase in the length of training or not.
The problem is raised in identical terms
for the six countries under review even if
the forms of extending schooling are
shaped by the national contexts and char-
acteristics of the training systems.
Up to now, these players were all inter-
ested in extending the length of study:
all together for specific reasons and each
separately for their own reasons, some of
which may be contradictory.
All these players are at least implicitly
convinced that the development in train-
ing is desirable both for the individual
and for the national economy even if it is
based on a vague and intuitive consen-
sus. Few people would argue that under-
going study was not desirable in terms of
culture, social progress and work produc-
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tivity in a society in which technical
progress and international competition
seem to guarantee prosperity.
But separately, the players base their be-
liefs in this consenus on less convergent
reasons.
The heads of companies see in this op-
portunities for accessing more competent
employees and for increasing the global
efficiency of production and this all the
more so since a wealth of skills directs
pressure towards those at the bottom of
the salary scale.
Given the current level of unemployment
and the low marginal costs of training,
young people - supported by their fami-
lies - should be interested in obtaining
the highest possible diploma in order to
acquire the highest level of skill. Their
training wishes are still linked to the pros-
pect of social advancement and the idea
of equal opportunities in education con-
tinues to argue in the same direction.
The state responds to the social demands
of households, to the economic demands
of companies and to the demands of edu-
cational lobbyists. In periods of high un-
employment, keeping young people for
longer periods in the education system
may be one way of keeping them busy
and of preventing a swell in the number
of people looking for jobs.
The question is whether the foundations
for consensus are going to last. Without
taking up each individual argument, we
would like to stress six possible points of
fracture.
o The limits on public budgets. Almost
everywhere, public spending is viewed
as having reached its limits including ex-
penditure on education. Any extension of
the length of education costs money. If
the state cannot foot the bill, will there
be efforts to privatise education? Will this
change behaviour?
o Social exclusion. Equal opportunities
by means of education is a bit of a lame
duck. The major development in training
leaves people behind. The education sys-
tems increasingly have the reputation of
promoting exclusion. In a context of lim-
ited resources, should money be allocated
to extending the length of studies for some
or to helping others to catch up who
haven’t benefited from this?
o The return on education. In a pub-
lic system but even more so in private
systems, households have to bear the
costs of education. If a diploma no longer
guarantes the expected salary and does
not protect from unemployment, with-
drawal behaviour will spread.
o Social mobility. The average increase
in the length of study will be accompa-
nied by an increase in the range of levels
of diploma. Competition between young
diploma holders and the more experi-
enced but not-so-young could impede
opportunities for career advancement. If
the distribution of social positions is done
in a premature and definitive manner by
the education system, we cannot rule out
reactions from older workers and their
organisations. This development raises the
problem of the resources allocated to
training during working life which are on
a very low level compared to the re-
sources allocated to initial training.
o Challenging the education-produc-
tivity link. This is the theory of over-edu-
cation: companies do not need people
with so many diplomas. The extension of
the length of studies costs more than it
has to offer in terms of benefits. It merely
increases expectations (in terms of jobs
and salaries) which cannot be met by our
economy. In its strictest version, this
theory sides with the theories on volun-
tary unemployment.
o The weakening of the link between
diplomas and skills. In an environment
in which jobs and organisations develop
quickly, skills confirmed and validated by
diplomas obtained on completion of ini-
tial training quickly become obsolete.
Occupational competences are first devel-
oped either in companies or during con-
tinuing training. The real problem of com-
panies and the social partners has to do
with handling this new training process
in an efficient manner and rethinking the
certification arrangements in line with this
new situation.
All these different arguments advanced by
the different partners are likely to seri-
ously jeopardise the consensus on which
“If our societies have made
considerable efforts to fi-
nance initial training, it is
because the different play-
ers involved in this issue
have reached some sort of
consensus. Three players
are involved in the increase
in the level of education: the
state, companies and the
young people themselves
along with their families.
(…) All these players are at
least implicitly convinced
that the development in
training is desirable both
for the individual and for
the national economy even
if it is based on a vague and
intuitive consensus. (…)
The question is whether the
foundations for consensus
are going to last.”
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the secular and extraordinary develop-
ment of education in Europe has been
based since the war. The scale of and the
limits to each of these theories must be
carefully studied. If they do not funda-
D e b a t e
mentally challenge the foundations for
investment in training, they do still offer
strong encouragement to examine the
possibilities for the future.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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Introduction
Supply-side factors have played a signifi-
cant role as a driving force of educational
expansion. Specifically, the quest for more
social equity and equal access to educa-
tion, namely between the sexes, have had
a strong impact on observable improve-
ments in the educational attainment lev-
els of the labour force in all countries
under consideration. However, this does
not mean that the expansion has not to a
significant degree been driven by de-
mand-side factors. But there are some
reservations regarding the conclusions
drawn from the evidence documented in
the preceding article, “Diplomas and the
Labour Market: Results and Questions”.
These reservations are substantiated be-
low.
Some reservations
A first reservation relates to a methodo-
logical issue and is of a theoretical na-
ture. The analyses cover a long period
stretching from the 1950s all the way to
the early 1990s, during which the formal
educational credentials have been ob-
tained by the different labour market co-
horts under observation. In most macro-
research, the education system is treated
as a “black box” over the whole period,
assuming a stable production function of
the education system in the sense that the
formal education credentials produced in
the 1960s and 1970s are equivalent in
terms of acquired competences to the
same formal credentials produced in the
1980s and 1990s.
This implicit assumption is at odds with
the widely shared notion that the
competences expressed by one and the
same formal education credential (and
even more so by one and the same for-
mal educational attainment level) have
undergone significant changes. Put differ-
ently: there are good reasons to believe
that the quality of the output of educa-
Shift in skill demand
tion systems has changed not only in
terms of the number and proportion of
persons graduating from different educa-
tion tracks, but also in terms of the
competences that the graduates of a given
education track (or educational attainment
level) possess. Such changes in the
competences of graduates with identical
education credentials in part reflect shifts
in the initial distribution of talent on the
input side of education tracks. For in-
stance, whereas in the 1950s and 1960s
no more than 30 % of an age cohort en-
tered post-compulsory education, this
share has reached levels around 80 % in
the 1990s in most highly industrialized
countries; and whereas in Germany, for
example, only some 10 % of a cohort of
school-leavers in the 1960s subsequently
enrolled in higher education at a college
or university, this share has since risen to
almost 40%.
These changes in the talent distribution
and ensuing increasing heterogeneity on
the input side must, ceteris paribus, have
had noticeable effects on the quality of
the output of education systems, even
assuming a stable production function of
the latter. Moreover, the past three to four
decades have also witnessed substantial
changes in the internal differentiation and
functioning of education systems (that is,
the production function of education sys-
tems).
In fact, in a number of countries the edu-
cational expansion was accomplished not
only through the widening of access to
the traditional tracks of upper-secondary
and higher education, but to a large ex-
tent also through the creation of new path-
ways leading to higher educational attain-
ment levels, specifically the creation of
vocational education tracks and the inte-
gration of pre-existing vocational or ‘poly-
technic’ education tracks (for example, at
industry schools) into the body of higher
education.
All this indicates that the type and qual-
ity of competences acquired under the
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Supply-side factors have
played a significant role as
a driving force of educa-
tional expansion. However,
this does not mean that the
expansion has not to a sig-
nificant degree been driven
by demand-side factors.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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“It is commonly acknowl-
edged that the strongest
impacts of technological
change (…) have resulted
both from the large-scale
diffusion of new base tech-
nologies, (…) as well as, in
more recent years, from
far-reaching organization-
al changes such as lean
production and outsour-
cing.”
“A common characteristic
of these changes is that
they have not only created
completely new occupa-
tions or increased the
number of people employed
in certain occupations, but
have pervasively changed
the skill requirements
throughout the occupa-
tional hierarchy, from op-
erative all the way to mana-
gerial jobs (…)”
“The very fact that there is
the same trend towards a
rapid absorption of higher
diplomas by the employ-
ment system in many coun-
tries (…) changes on the
demand-side of the labour
market, would account for
a much larger share of the
shift in educational attain-
ment levels (…) than the
supply-side interpretation
would indicate.”
heading of a given formal education cre-
dential or educational attainment level can
be expected to differ substantially accord-
ing to whether the credential was acquired
in the 1960s or in the 1990s, casting doubt
on the implicit notion of equivalency un-
derlying the analysis.
Another methodological reservation fo-
cuses on the central demand side vari-
able,  occupation, and the implied assump-
tion that changes in the demand for skills
would show up in a shifting occupational
structure of the employed labour force.
When using broad occupational catego-
ries, the analysis is likely to grossly un-
derestimate the role of shifts in skill re-
quirements within occupational catego-
ries. Thus Abramovitz (1993), using rela-
tively detailed occupation data, was able
to show for the US that close to 75 % of
the increase in educational attainment
levels could in fact be explained by mere
changes in the occupational structure.
One can raise more fundamental doubts
as to whether occupation, as contained
in population surveys, is a good measure
for technological change and hence for
demand-side driven changes in skill and
education requirements. Such doubts rest
on notions about the specific nature of
technological change prevailing in highly
industrialized countries over the past two
decades.
It is commonly acknowledged that the
strongest impacts of technological change
during that period have resulted both from
the large-scale diffusion of new base tech-
nologies, (primarily, but not only infor-
mation technology), as well as, in more
recent years, from far-reaching organiza-
tional changes such as lean production
and outsourcing. Both have led to task
integration and a growing emphasis on
cognitive as well as communication skills
in the work place. A common character-
istic of these changes is that they have
not only created completely new occu-
pations or increased the number of peo-
ple employed in certain occupations, but
have pervasively changed the skill re-
quirements throughout the occupational
hierarchy, from operative all the way to
managerial jobs, thus rendering occupa-
tion a relatively poor indicator for shifts
in skills demand.
Thus it is not conclusive, but certainly
arguable, that training supply has a de-
termining effect in explaining the inter-
nal transformations within occupations.
Arguments
for the demand-side
It has been put forward, in an interesting
and very original concept, that within
occupations different generations com-
pete on the basis of education creden-
tials versus experience. However, the un-
derlying assumption of equivalency be-
tween skills and knowledge acquired
through formal schooling on the one hand
and learning through experience on the
other is open to question.
This equivalency notion is standard in
human capital theory. However, skills
acquired in school settings and those ac-
quired through mere work experience
tend to be fundamentally different in na-
ture and, therefore, can hardly be substi-
tutes although they can be complemen-
tary.
With the prevailing direction of techno-
logical change, specifically its inherent
bias towards abstract-cognitive skill re-
quirements and the devaluation of con-
crete tangible skills, competences ac-
quired in school-based learning settings
have been gaining in importance vis-à-
vis competences acquired through expe-
rience-based learning, thus, in fact, reduc-
ing the substitutability between the two.
This would seem to have far-reaching con-
sequences with regard to the competitive
position of better educated labour mar-
ket entrants vis-à-vis their experienced
peers and in fact explain the rapid ab-
sorption of the younger cohorts with
higher formal educational attainment lev-
els. The very fact that there is the same
trend towards a rapid absorption of higher
diplomas by the employment system in
many countries, despite their highly dif-
ferent institutional infrastructure, would
seem to indicate that technological and
organizational changes, namely changes
on the demand-side of the labour mar-
ket, would account for a much larger
share of the shift in educational attain-
ment levels of the working age popula-
tion than the supply-side interpretation
would indicate.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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“(…) evidence would seem
to indicate the existence of
demand-induced skill bot-
tlenecks in the first half of
the 1980s which would ex-
plain the rapid absorption
of the growing number of
higher education gradu-
ates and the rising wage
premia for highly educated
workers (…)”
“The trends analysed (…)
imply a shifting of the costs
of producing skills from the
private sector (where the
production of experience-
based skills takes place) to-
wards the public and to-
wards individuals (…)”
A further indication of the importance of
demand-side forces in explaining observ-
able shifts in employment patterns is pro-
vided by information on relative wages
of highly educated workers. However,
contrary to the supply-side interpretation,
there is little evidence of declining wage
premia for higher education graduates. On
the contrary, most available data for the
1980s and early 1990s show a high de-
gree of stability in skill-specific wage dif-
ferentials (for example Germany) or even
rising wage premia for higher education
graduates, indicating that demand for
highly educated workers may have
outpaced the supply of such workers. A
substitution of better educated for less
educated workers, which would be con-
sistent with a supply-side interpretation,
would imply declining wage premia for
highly trained workers.
The evidence, however, shows that in
most OECD countries real wages have
declined primarily at the lower end of the
wage distribution. If these trends in la-
bour compensation did not reflect
changes in labour demand, but rather
rigidities in wage setting mechanisms,
then one would expect a disproportion-
ate increase in unemployment rates for
higher education graduates and better
educated workers. However, the oppo-
site has been the case in most OECD
countries.
Rather, the evidence would seem to indi-
cate the existence of demand-induced skill
bottlenecks in the first half of the 1980s
which would explain the rapid absorp-
tion of the growing number of higher
education graduates and the rising wage
premia for highly educated workers dur-
ing the observation period. To test the
validity of the proposed supply-side in-
terpretation, data on education-specific
unemployment and wage data also need
to be analysed, together with direct evi-
dence of the degree to which higher edu-
cation graduates are actually employed in
jobs that commonly require a college de-
gree.
Finally, for several reasons, it is also worth
examining the United States. First and
foremost, the USA differs from most Eu-
ropean countries by the fact that higher
education is not provided free of charge,
but in most cases involves tuition fees that
have increased significantly over the past
10 years. As a consequence, the United
States can be characterized as a setting in
which market signals (costs of education
and expected future returns on human
capital investments) play a larger role in
individual education decisions and
schooling behaviour.
Secondly, possibly as a response to the
above, higher education enrollments in
the US have shown a distinctly different
pattern over the past 15 years from those
observed in most European countries.
Whereas enrollments increased noticeably
during the 1970s, this increase came to a
halt in the early 1980s, reflecting declin-
ing wage premia for higher education
graduates in the second half of the 1970s.
Over the 1980s then, wage premia for
college-educated workers rose signifi-
cantly, indicating a high degree of respon-
siveness of the market for higher skills
that marks a contrast to the situation in
most European countries.
However, the US experience also shows
that education decisions and behaviour
respond to demand changes only with a
considerable time lag. This would seem
to suggest the developments in the mar-
ket for college skills need to be studied
over a long period of time.
A shift in the costs
The trends analysed in the study discussed
in the previous article imply a shifting of
the costs of producing skills from the pri-
vate sector (where the production of ex-
perience-based skills takes place) towards
the public and towards individuals, with
the former financing the higher education
sector and the latter bearing, if not direct
costs (for example tuition fees), so at least
the opportunity costs of staying on longer
in the education system. Several authors
have convincingly argued that these op-
portunity costs of staying on in school are
significantly reduced in the presence of
high unemployment. This fact may be one
important reason for the “consensus-based
coalition” between policy makers (eager
to keep unemployment levels low), indi-
viduals (consuming education provided
free of charge), and employers (reaping
the benefits/efficiency gains from higher
skills that are provided free by the state).VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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However, there is reason to believe that
this consensus may become more fragile:
for employers, specifically, the essential
question is whether wage levels are at-
tached to formal education credentials
(and not to job requirements). Whereas
employers may welcome a weakening of
the nexus between wages and formal
education credentials (particularly so in
D e b a t e
a situation of an excess supply of college
educated workers), such a weakening of
the credential-pay nexus would negatively
affect the position of insiders and their
representatives (unions) since they would
have to fear downward pressure on their
wages from (or, in the worst case, a sub-
stitution by) new highly-skilled labour
market entrants.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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Diplomas versus skills
Schools and universities are
producing increasingly
large numbers of highly-
qualified young people. The
question raised is whether
this growing consumption
of the highly qualified by
firms is really driven by
skill needs. Are firms em-
ploying more highly quali-
fied individuals merely “be-
cause they are there”? But
employers generally con-
tinue to employ more peo-
ple with higher qualifica-
tions and to pay them more
than individuals with lower
qualifications. We must be-
lieve that this is a rational
choice and our task now
must be to try to understand
better the reasons for that
choice.
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Introduction
The research carried out by Professor Mal-
let, outlined in the earlier article “Diplo-
mas and the Labour Market: Results and
Questions” and his collaborators is pro-
vocative and shocking in the best possi-
ble way. It causes us to think and re-evalu-
ate the extent to which education and
training structures and processes are re-
sponding to the changing skill require-
ments of the economy. Schools and uni-
versities are producing increasingly large
numbers of highly-qualified young peo-
ple. The problem highlighted by the re-
search is the apparent very great regular-
ity across different occupations of the rate
of absorption by the economy of the more
highly-qualified members of the labour
force.
The question raised is whether this grow-
ing consumption of the highly qualified
by firms is really driven by skill needs.
Are firms employing more highly quali-
fied individuals merely “because they are
there”? This, in turn, raises the question
as to whether resources devoted to edu-
cation and training are being misdirected,
in fact whether the great effort of public
investment in the expansion of higher
education that we have seen in Europe
has been really necessary?
One of the problems of commenting on
the issues raised is that it makes us real-
ise how difficult it is to make well-founded
general statements about how and why
firms’ skill needs have changed over the
last ten years. It is much easier to study
the supply of qualified people on the la-
bour market than to it is to study changes
in the demand for skills in the economy.
Professor Mallet’s interpretation of the
reasons for the observed changing de-
mand for skills is one way of explaining
the observed regularities but there are
other possible explanations.
The changing of job content
Professor Mallet’s research focuses on a
period of time when considerable change
has taken place in what and how our
economies produce. Many jobs have
changed over this period out of all recog-
nition and the consensus is that the pace
of change, far from slowing down, will
continue or even speed up. While econo-
mists still debate the relative roles of the
different factors producing these changes,
there is now much convincing evidence
for the widely-held “common-sense” view
that the following factors are important.
First, the more efficient exploitation of
information and control technology based
on the microchip has helped to reduce
the demand for much routine unskilled
work. Second, national competitive pres-
sures in both the non-traded and traded
sectors of the economy to improve vari-
ety and quality of goods and services and
to do so more rapidly account for much
of the increased demand for more highly
educated workers. In the traded sectors
of the economy competitive pressures
have increased as a result of the great in-
crease in world trade. These pressures
force companies to become more efficient
in order to compete internationally and
to ensure that they recruit the skills they
need and use those skills to full effect.
But considerable changes have taken
place in the non-traded mainly service
sectors of the economy also. Privatisation
of public monopolies and the introduc-
tion of internal markets have also placed
pressures on parts of the service sector
to improve performance. In short, the ten
year period examined in the study has
been a period of harsh competitive pres-
sures for firms. Can we imagine that they
have been hiring for example, more
graduates - and paying a graduate wage
premium for fun, or out of ignorance orVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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absent-mindedness? It is important to re-
call that - even though the supply of highly
educated individuals has grown tremen-
dously over the last 10-15 years - on av-
erage graduates can still command a wage
premium over non-graduates.
Examples of falling demand
for low-skilled workers
It’s worth looking at some examples of
the sorts of changes listed above and how
they have affected employees, their job
content and the skills required to do their
jobs. These examples are taken from vis-
its to companies made over the past two
or three years in Sweden and in England
and from a study published by the NIESR
in 1995 examining the jobs taken by
graduates in England following the recent
very considerable expansion in graduate
supply (Mason 1995).
An illustration of the way in which or-
ganisational and technological change has
reduced demand for the low-skilled can
be found in the English Water Company.
The water industry in England was priva-
tised in the late 1980’s and might well be
considered one little affected by techno-
logical and organisational change. In fact
the reverse is the case.
There can be no doubt that privatisation
hastened a trend which had been gather-
ing momentum only slowly before priva-
tisation. In that era, in the 1950s and
1960s, the industry had a work force
which was, with the exception of manag-
ers, without any school qualifications and
which was employed in essentially
manual tasks.
In the 1990s, a number of factors combined
to change the skills required to work in
the water industry. These changes meant
that employees without the capacity to
learn and upgrade their skills were obliged
to retire from the industry and that future
recruits were tested for basic literacy and
numeracy. The first of the factors was much
higher water quality standards introduced
by the European Commission. The second
was a much more advanced standard of
control technology involving the use of
micro-computers to monitor and provide
information on every stage of the water
purification process.
Since privatisation the workforce engaged
in water supply in this company has been
halved from 10,000 to 5000,while both the
quality and quantity of water has been
increased. The aim is to retrain the whole
of the remaining workforce to a recog-
nised standard of vocational competence.
The Water Company illustrates the re-
quirement for a higher minimum thresh-
old of literacy and numeracy and a de-
gree of trainability. Much of what has been
observed concerning operator skills in the
water industry applies equally to process
manufacturing in general and findings in,
for example, the paper-making industry
in the late 1980s.
The most fundamental change in skill re-
quirements in the water industry is that
operator literacy is now a necessary con-
dition of employment. Furthermore, it is
not just a requirement of the company
but part of the conditions of the compa-
ny’s operating licence.
Operators no longer observe or taste the
water flowing through the plant but in-
terpret information in alpha numerical
format relayed from automated test equip-
ment to operators’ monitors. Operators
must not only be able to read the infor-
mation from the screen and check it
against paper documentation but interpret
it correctly and decide on appropriate
action where necessary. Instead of inter-
preting physical phenomena using pri-
mary senses, they work from the abstract
representation of phenomena. Before pri-
vatisation, customers had to be fairly tol-
erant of changes in pressure and even in
the colour of their water and operators
were required to do no more than ensure
that a fairly wholesome liquid flowed
through the pipes most of the time.
Now, with regulatory authorities requir-
ing companies to consistently reach high
quality standards, the operator must re-
act immediately to unpredictable physi-
cal changes monitored and represented
in abstract form and take appropriate re-
medial action. At this basic operator level
of employment the skills required are
defined to be straightforward and predict-
able with the control technology adapted
to prevent the operator taking any but the
most routine action - all other contingen-
cies to be referred up to the next level of
supervision. Even so, learning costs are
“It is important to recall
that - even though the sup-
ply of highly educated indi-
viduals has grown tremen-
dously over the last 10-15
years - on average gradu-
ates can still command a
wage premium over non-
graduates.”
“In the 1990s, a number of
factors combined to change
the skills required to work
in the water industry. These
changes meant that employ-
ees without the capacity to
learn and upgrade their
skills were obliged to retire
from the industry and that
future recruits were tested
for basic literacy and nu-
meracy.”
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high. All employees in water processing
have been or are being trained to national
skill standards for the industry requiring
between six weeks and three months on
the job training. Furthermore, future re-
training is a certainty because the tech-
nology currently in use is already dated
and will be progressively replaced. So
capacity to learn quickly is important to
the company’s balance sheet even at this
fairly basic level.
At the intermediate skill level, increases
in uncertainty, unpredictability and the
ability to quickly produce correct solu-
tions were also singled out by the man-
ager of a company visited in Sweden re-
pairing a well-known brand of PC and
associated equipment. In the deep reces-
sion of the early 1990s this company had
no longer been able to keep afloat re-
pairing the products of its parent com-
pany and had chosen to accept to carry
out repairs for a wide range of electronic
communications equipment from differ-
ent manufacturers. Technicians had pre-
viously followed fairly routine standard-
ised work practices. When a repair needed
to be carried out they consulted the ap-
propriate manual and acted according to
the instructions they found there. When
the company started to repair equipment
from other manufacturers, technicians
were faced with repairing machines for
which they had no manuals and little guid-
ance on how to obtain the information
needed.
Previously, the company required the
more routine skills of working from manu-
als and using set procedures. Now, how-
ever, the company needs employees who
can search for solutions to problems they
have not previously encountered. The
company now needs employees to de-
velop skills of judgement, the ability to
search independently for a solution and
to use their own initiative.
These findings were echoed in a study of
the graduate supply shock in Britain (Ma-
son op.cit.). This study was prompted by
the enormous increase in participation in
higher education since the late 1980s. The
proportion of the age group entering
higher education in 1992 in the UK was
twice as high (at 30 per cent ) as it had
been in 1982. The aim of the study was
to find out more about the sorts of jobs
that this greatly increased supply of gradu-
ates were doing. The study presents evi-
dence that:
o in manufacturing, higher value-added
products and new technology required
graduate level skills where these had not
previously been needed;
o in large companies in the service sec-
tor (financial services) the refocusing of
banks on sales of a much wider range of
financial services had created a demand
for the ability to absorb and process and
apply a wide range of rapidly changing
information in a retail environment;
o some graduates were entering non-
graduate jobs, in some cases at higher pay
rates and in others at the same pay rate
as non-graduates. But Mason’s study sug-
gests that there are cases of graduates
recruited to non-graduate positions where
supply was reshaping demand. One man-
ager explained:
“Putting a higher grade of people in low-
level jobs [such as on telephone help lines]
gets a better standard of performance…
They [graduates] are more articulate, they
understand some aspects of the job better
[e.g. cross-selling of different products]…
Many young women leave school and
enter employment as secretaries. In this
field also, change in the skills required
has been considerable. Secretaries are of
particular interest because, from being in
the past a group primarily recruited with
little further training or study, recruitment
is increasingly from longer courses of
general and in particular vocational edu-
cation and training.
The work of secretaries has always been
less routine and more unpredictable than
many similar clerical and administrative
occupations. However, in recent years
their work has been transformed by the
three major forces shaping the demand
for skills, new information technology,
increased internationalisation of business
and increased competition between com-
panies on quality of service. This new
climate means that managers now fre-
quently share secretaries, managers are
more frequently on the road but continu-
ing to work out of the office by means of
new tools of communication – the mobile
telephone, the modem and the Internet.
“(…) some graduates were
entering non-graduate jobs,
in some cases at higher pay
rates and in others at the
same pay rate as non-
graduates. But (…) there
are cases of graduates re-
cruited to non-graduate po-
sitions where supply was
reshaping demand.”
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Varying combinations of competitive pres-
sures and rapid technological innovation
put a premium on the ability to learn
swiftly - while doing. Secretaries are ex-
pected to function efficiently but also to
update swiftly on new technology, use
new technology to its full potential, man-
age time and retrieve information effi-
ciently, and take some decisions inde-
pendently of managers.
A recurrent theme that can be identified
from these examples is that at every level
of skill those who are active on the la-
bour market are being required to learn
and update their knowledge almost con-
tinuously - and certainly more frequently
than in the immediate past.
Employers in a number of European coun-
tries, notably France, Sweden and Britain
are finding that the foundations provided
by initial schooling and training are not
those needed to equip all employees to
learn fast enough and often enough to
keep up with technological and organi-
sational change. Once these capacities
have become essential for the survival of
a company, employees without the abil-
ity to learn both on and off the job be-
come a financial liability. This learning,
whether it takes place on-or off-the-job
constitutes an increasing cost for compa-
nies. Replacing employees having lower
level qualifications with those qualified
to higher levels might be seen as part of
a strategy to reduce such costs. A highly-
educated employee might be expected to
learn faster than one with only limited
further study experience. In the short and
medium term the higher graduate pre-
mium would be more than offset by a
saving in learning costs. Employers may
be interpreting qualifications as signals
about learning ability rather than simply
about knowledge acquired.
How might we expect such a situation to
affect employees. This might occur in
three ways which can all fit the data in
the study. First those employees who
showed low capacity for flexibility and
autonomy would be let go through natu-
ral wastage or early retirement. This
would be followed by the recruitment at
a higher level or upgrading of existing
employees to a higher level. This was a
strategy followed by the English Water
Company.
Second, new employees might simply be
recruited at the next highest educational
level and the more routine tasks would
then be reserved for the lower qualified
employees as happened in the Swedish
company. Third, the recruitment strategy
could be quite drastically reformulated
and skilled craft employees could be re-
placed by graduates with similar job de-
scriptions e.g. production manager but
with very differing responsibilities - this
was the situation described in Mason
(op.cit.) and this was also occurring in
Britain in the case of some secretaries.
The requirement for flexibility and au-
tonomy in the face of uncertainty (with
regard to technological and organizational
change) has been shown to be wide-
spread and not confined to a few leading
manufacturing sectors but across a vari-
ety of service sector occupations (Employ-
ment Institute, Sussex). Therefore, the
findings of Professor Mallet’s study could
be interpreted in the light of research
showing a rising requirement for learn-
ing skills across many sectors.
Why pay more?
Does this mean that all is well with the
output of the education and training sys-
tems of the countries concerned? Well, of
course, it says nothing of the sort. Em-
ployer and employee representatives in
most European countries have very little
possibility to influence what goes on in
schools and colleges where most of these
skills are produced. And employer and
employee representatives in a number of
European countries including the UK have
recently made clear that the output of the
schools does not meet changing skill re-
quirements in a number of ways. The
study itself shows that employers continue
to value experience in older employees
as well as higher levels of qualification in
young people. So there is no cause for
complacency. But employers generally
make choices which they believe will
benefit the profitability of their enterprise.
They continue to employ more people
with higher qualifications and to pay them
more than individuals with lower qualifi-
cations. We must believe that this is a ra-
tional choice and our task now must be
to try to understand better the reasons
for that choice.
“Employers in a number of
European countries, nota-
bly France, Sweden and
Britain are finding that the
foundations provided by
initial schooling and train-
ing are not those needed to
equip all employees to
learn fast enough and often
enough to keep up with
technological and organi-
sational change. (…) This
learning, whether it takes
place on-or off-the-job con-
stitutes an increasing cost
for companies. Replacing
employees having lower
level qualifications with
those qualified to higher
levels might be seen as part
of a strategy to reduce such
costs.”
“Employers may be inter-
preting qualifications as
signals about learning abil-
ity rather than simply
about knowledge ac-
quired.”
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Introduction
Knowledge is the dominant input in pro-
duction. Knowledge leverages up the pro-
ductivity of all other factors of produc-
tion like labour hours and machines
(Eliasson 1989). Can an hour of labour
input generate any economic value with-
out a significant dose of embodied com-
petence? Hardly.
From this observation follows four con-
clusions:
o The allocation of competence is the
great concern of the labour market, which
should most appropriately be labelled the
market for competence (Eliasson 1994a).
Hence, economic performance at all lev-
els depends significantly on the capacity
of the labour market to allocate compe-
tence.
o Competence is embodied in human be-
ings and largely tacit and difficult to com-
municate. But how can a market allocate
a quality the content of which is largely
unknown? Such a market will be afflicted
with all kinds of deficiencies. For instance,
it will be in the interest of those with less
competence to withhold that same infor-
mation (Akerlof 1970).
o There will be a concern among em-
ployers about making the tacit compet-
ences of job candidates more explicit for
example, through certification.
o There will also be a demand among
the highly qualified competence holders
Diplomas, labour mar-
ket signalling and the
allocation of compe-
tence on jobs
to have their qualifications explicitly rec-
ognized in diplomas, a labelling to en-
hance their standing in the labour mar-
ket.
The outcome of a more widespread use
of signalling devices like diplomas could
be either a more informed, or a misin-
formed and socially divisive labour mar-
ket process.
Certification of human capital character-
istics, therefore, has been a technical and
controversial issue for years. To what ex-
tent can diplomas realistically reflect the
demanded qualities of labour? To what
extent does the increase in qualified peo-
ple across the European labour markets
in the last 30 years (Mallet 1997, see also
article on page 53) reflect a new supply
and demand situation for diplomas, as
distinct from the corresponding demand
and supply situation for useful human
capital?
Diplomas or skills?
Mallet observes that while there has been
a pronounced increase in the level of
education as reflected in diplomas and
certification across Europe, notably in the
low skill occupations, continuing educa-
tion beyond formal schooling (as meas-
ured) appears to have played a relatively
insignificant role during the same period
(roughly the 1980s, beginning in some
countries before 1980 and stretching in
some countries well into the 1990s). The
countries covered are France, Germany,
Holland, Italy, Spain and UK.
The capacity for intellectual
retooling on the job has
been in steadily increasing
demand in the labour mar-
ket, notably in production
industries subject to intense
competition and rapid tech-
nological development. To
the extent that diplomas re-
flect such intellectual ca-
pacities. This is a positive
underlying industrial devel-
opment that has already
been documented in the US
and that should be sup-
ported, not disputed.
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Trading in tacit
competences
In order to answer these difficult ques-
tions, a theory is needed. But there are
several, partly inconsistent and partly
overlapping theoretical models to choose
from, and bits and pieces from them all
fit the facts.
Trading in tacit competences, the con-
tent of which is largely unknown to the
buyer, poses singularly difficult prob-
lems. During the last couple of decades
“labour market signalling” has become a
central theme in labour market and edu-
cational economics (Stiglitz 1972, Arrow
1973, Spence 1974). This so called filter
theory, representing a phenomenon, was
well known to educators long before it
was discussed by the economists. It was
partly formulated to undermine the ex-
treme conclusions emerging from the
then (and still) dominant human capital
theory (Becker 1964, Mincer 1958) that
had been subjected to and supported by
numerous econometric “tests”, implicitly
assuming that there was no filter at work.
One recognition associated with the fil-
ter theory has been that the labour mar-
ket, as the market for used cars, exhibits
typical “lemons” properties (Greenwald
1986).
The problem of making tacit qualities em-
bodied in human beings visible has, how-
ever, been a concern among educators for
years and there is a large literature on
testing and certification that addresses this
problem. It is, however, controversial as
to social consequences and there is hardly
a consensus among experts as to the value
of tests, grades and certificates as reliable
proxies for human qualities. Above all,
the validity of any grading of such an ex-
tremely heterogeneous entity as human
capital can easily be disputed. Mallet also
opts for a less well defined institutional
version of the two theories in which
exogenous factors strongly influence sup-
ply and demand in the labour market. He
refers to the multifunctional and conflict-
ing nature of education, the mismatch be-
tween education and employment and the
pronounced political elements of school
and concludes that “education and train-
ing cannot be reduced to a problem of
mere economics”. This, according to Mal-
let points to an - at least partial -
exogenous explanation of educational and
training demand. This more comprehen-
sive approach sets the explanation apart
from the human capital and filter theo-
ries, as well as the manpower approach
of the 1960s, when planners attempted
to forecast the vacancies and adjust edu-
cational supplies to meet the computed
needs.
An enormous expansion
of people with diplomas
How then can the enormous expansion
of people with diplomas over the last 30
years in all European countries be ex-
plained? Have the competence level, and
the educational level been raised to the
same extent? And if so, has there been a
correspondingly increased demand for the
same formal competence supply? Or, are
we simply observing a case of misguided
signalling in the labour market?
The Mallet et al. approach to an answer
to the first question is ambitious, to say
the least. Ambitious studies addressing
relevant economic problems of society
are, however, very rare, so this is a posi-
tive remark. But large ambitious projects
should be very careful in selecting ap-
propriate prior theory to support the in-
terpretation of facts.
The approach of Mallet is to organize data
sets for the six countries for roughly the
same ten year period covering occupa-
tional, educational and age (read experi-
ence) characteristics of individuals.
The research first studies the distribution
of the increasing number of differently
qualified people over the job categories
of the production systems of the six coun-
tries. They find that formal qualification
levels have generally increased in each
job category, and notably so in the low
skill categories. They also observe that the
increasing presence of diplomas in the
selection process may have blocked ac-
cess to the job market and further on-the-
job training opportunities for the less for-
mally qualified part of the labour force.
Introducing the assumption that produc-
tion may not need so much formal edu-
cation compared to vocational training,
“The problem of making
tacit qualities embodied in
human beings visible has,
however, been a concern
among educators for years
(…). It is, however, contro-
versial as to social conse-
quences and there is hardly
a consensus among experts
as to the value of tests,
grades and certificates as
reliable proxies for human
qualities.”
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they ask whether we are observing an
instance of over-education across Europe,
and an artificially lowered demand for un-
skilled people.
This hypothesis would be very interest-
ing if it can be demonstrated that an in-
creased use of formal diplomas is not an
efficient device for allocating competence
in the labour market. Suppose diplomas
do not reflect competences needed for the
job but instead favour people with high
grading and handicap competent people
without grading at recruitment, generat-
ing an inflation in investment in unnec-
essary diplomas. This does, however, not
appear to be what the researchers have
in mind. Anyhow, if the hypothesis could
be demonstrated to be empirically cred-
ible it would provide an explanation to
the high and persistent unemployment
levels in Europe, notably among those
with no diplomas, and the rapidly wid-
ening income distributions across Europe.
This pattern would also reflect the unde-
sirable kind of inter-generation competi-
tion in Europe that Mallet discusses, ben-
efiting the young and not necessarily more
competent with better diplomas compared
to the uncertified but experienced earlier
generation in the recruitment process.
Hence, we would find an over-represen-
tation of middle-aged but not necessarily
less competent people among the unem-
ployed. This would generate social ex-
clusion as suggested by Mallet. This is a
perfectly reasonable hypothesis that de-
serves to be investigated. But it is not a
third kind of institutional explanation, as
Mallet argues. It is a clear case of adverse
selection under the filter hypothesis.
It might help to prolong education for
some, for example, the less-talented, but
for entirely different reasons than those
proposed. Rather than raising the certi-
fied competences of the less able employ-
ees and so countering social exclusion,
under the over-education hypothesis such
a method will serve to devalue the di-
ploma system as an indicator or signal of
ability. This would certainly be a misuse
of the education system and of public re-
sources even though efforts to demon-
strate education-productivity links do not
hold up empirically. If so, there is much
to be learned by following Buechtemann’s
(see page 59) advice to also examine the
United States.
Jobs demand more
competent holders
Steedman (see page 63) has reservations
on the over-education story. A number of
studies, notably case studies have demon-
strated the increased demand for highly
(formally) qualified people both for jobs
previously occupied by unskilled people,
and for new jobs. This increased demand
for more highly qualified people stems
from privatization and increased competi-
tion in markets that pay a premium on a
few qualified people replacing many un-
qualified people. The US story with lit-
tle evidence of declining wage premia for
the highly graded people reported by
Buechtemann certainly supports this hy-
pothesis. But are the European economies
generating a sufficient increase in advanced
production to require highly educated and
qualified labour?
Buechtemann’s comments rather reflect the
US labour market experience and research
tradition. He points out that European re-
searchers should be careful to include the
US in their inquiries since the US experi-
ence is very different, notably in terms of
its privately financed higher education sys-
tem and a functioning (as a market) la-
bour market enforcing strong economic
rationality on the individual in his or her
education and job search decisions. Above
all we would expect the US education sys-
tem to promote certification that generates
high and persistently high wage premia.
But we would also expect the functioning
US labour markets to enforce certification
that proxies skills and competences better
than a labour market with less competi-
tion. The overall outcome might be a wider
income distribution matching the corre-
sponding competence distribution better,
but not social exclusion as described by
Mallet. Europe would see the social ex-
clusion because the absence of diplomas
at the low end might erroneously signal
low ability. This probably explains the es-
pecially strong increase in diplomas re-
ported in low skill occupations.
The educational problem certainly is re-
plete with political elements, and economic
theory certainly is needed to sort them out.
As we all know, the more variation in the
data sets, the better we can discriminate
between different explanations. Including
“This pattern would (…) re-
flect the undesirable kind of
inter-generation competi-
tion in Europe (…) benefit-
ing the young and not nec-
essarily more competent
with better diplomas com-
pared to the uncertified but
experienced earlier gen-
eration in the recruitment
process. Hence, we would
find an over-representation
of middle-aged but not nec-
essarily less competent
people among the unem-
ployed. This would gener-
ate social exclusion (…).
But it is not a third kind of
institutional explanation
(…). It is a clear case of
adverse selection under the
filter hypothesis.”
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US data in the analysis would increase
variation. And there definitely are more
theoretical possibilities, or at least varia-
tions to discuss before we can close the
books on theory in the context of this im-
portant and ambitious research project.
Before attempting a somewhat different
interpretation, however, it is important to
say a few words about the nature of com-
petence as supplied by and demanded in
the labour market.
The nature of competence
capital
Competence capital is one of the many
inputs in production, but it is the most
important one. It distinguishes itself by
being the dominant input, determining the
productivity characteristics of all the other
factor inputs in production (Eliasson
1989). Competence is embodied in indi-
viduals or teams. One adequate defini-
tion of a firm, in fact, is as a competent
team (Eliasson 1990). Hence, trade in
competence occurs in labour markets
(both internal and external) and in the
markets for mergers and acquisitions
(M&A, Eliasson 1991). The latter trade in
human capital has become increasingly
important in the last couple of decades
seeing the emergence of small high tech
and highly competence-intensive firms.
Besides being the dominant characteris-
tic, human embodied competence distin-
guishes itself from other forms of capital
only by degree. The four, particularly
important, principal characteristics of
competence capital are that it is:
o heterogeneous;
o redundant in each application;
o valuable according to and depending
on its allocation;
o relative (Eliasson, 1994a).
While a machine is normally specialized
for one task, or at most a few, the knowl-
edge of a human being is known for its
immense heterogeneity, and hence con-
stant redundancy in all its applications. A
human being can perform numerous tasks.
At each task, he or she, however, only
employs a fraction of his or her full en-
dowment of competences, leaving all oth-
ers redundant in relation to that task. This
defines the flexibility of human capital. But
it has also been documented that human
capital normally only gets compensated for
the services performed in each particular
task, essentially making the maintenance
of flexibility (dual or multiple compet-
ences) the financial responsibility of the
individual. One should observe in this
context that the dual skills of the German
worker to a large extent has been financed
by the worker himself through the very
low wages earned during the apprentice
period (Eliasson 1994b). Take an extreme
case: A welder that can play the violin ex-
pertly only gets paid for his capacity to
weld when welding and his talent with the
violin when playing. Mallet (1997) makes
a similar observation pointing out that
while the level of formal qualification might
serve as a screening criterion in the re-
cruitment decisions, wages are determined
by the characteristics of the job, hence (in
Mallet’s own words) “devaluing human
capital” in the work place. The two ways
of expressing the same phenomenon are
in fact very different in terms of the im-
plicit theories on which they build, and in
fact are mutually exclusive when it comes
to the implications for policy.
From this follows several conclusions. The
economic value of human capital depends
on its allocation. This makes the ability
of the labour market to allocate human
capital effectively a prime concern for the
individual. The economic value of human
capital, furthermore, is relative. It depends
on the supply of the same competences
in the market.
These same conclusions apply to diplo-
mas. The capacity of diplomas, or their
grades, to signal the true competences of
the individual to carry out particular tasks,
therefore, is very important both for the
individual’s economic value in the labour
market and for the efficiency of the la-
bour market itself in allocating (real)
competences embodied in the right per-
son for the job. Mallet, hence, could
hardly have addressed a more important
economic problem.
The grading of
competences
The extreme heterogeneity of human capi-
tal, of course, makes a fair grading, or a
D e b a t e
“The capacity of diplomas
or their grades to signal the
true competences of the in-
dividual to carry out par-
ticular tasks, therefore, is
very important both for the
individual’s economic value
in the labour market and
for the efficiency of the la-
bour market itself in allo-
cating (real) competences
embodied in the right per-
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complete specification of human capital
content impossible. The more well-
rounded the individual the more unfairly
he or she will be treated in a market sin-
gularly concerned with grades and for-
mal qualifications. But the unqualified,
without diplomas, will be unfairly treated.
The greater the degree of unfairness, the
less well the grading will serve as a sig-
nal for the particular competence charac-
teristics it is supposed to reveal. Similarly,
only very simple jobs can be character-
ized by a list of specific competences or
educational grades achieved.
Human beings are thus inspection (Hirsch-
leifer 1973) or experience (Nelson 1970)
goods, the competence characteristics of
whom will only be revealed after obser-
vation of performance on a job. However,
it should be noted that even then the con-
tent of competence remains unknown and
tacit. Functional performance on a job can
be graded with reference to the job ex-
perience path without identifying how the
job has been done with reference to the
various competences put to use. Notably,
a background of broad based education
and experience can be revealed by the
range of new difficulties and circum-
stances a successful job career has cov-
ered. This is also the typical “history of
grades” head hunters are looking for when
helping firms to fill high-level positions.
We can, therefore, observe for the future,
and in reference to the results reported
by Mallet, that the steadily increasing
vagueness of job specification in terms
of competence requirements is making the
labour market process of inspection and
job change increasingly important for the
evaluation (and grading and fair compen-
sation) of the competence capital of the
individual. And perhaps even more im-
portant will be the individual’s ability to
adapt his competence to the job and to
retool intellectually (reflecting flexibility)
whenever needed.
The competence platform
for effective life-long
learning
This suggests looking at another (in ad-
dition to those introduced by Mallet) theo-
retical explanation to the job market phe-
nomena observed across Europe.
It has to be recognized that employers
look for competence, notably talent when
recruiting, and the talent dimension be-
comes increasingly important the further
up the recruiting ladder. Talent on the job
is conventionally thought to be positively
correlated with the level of education, in
the US even as far up as the doctorate
level (Eliasson 1996). Under that presump-
tion, which may even be correct, it is easy
to understand that there will be an infla-
tion in diplomas once the number of peo-
ple with diplomas has become sufficiently
large. Such a phenomenon should, how-
ever, not be labelled “over-education”.
One should rather discuss the possibility
of organising a less resource demanding
“labelling system” than employing the
entire education system of the country for
that purpose. This takes us back to the
observation of Mallet that while the
number of people with diplomas has pro-
liferated across the European labour mar-
ket, the number of people with additional
vocational training beyond formal school-
ing has not.
Early formal education in difficult “aca-
demic subjects” like mathematics, lan-
guages, computer science and also natu-
ral sciences has been shown (Eliasson,
1994b) to provide a platform for efficient
further formal education and on-the-job
learning, systematic experience accumu-
lation and intellectual retooling for new
jobs (Eliasson, 1998). The capacity for
intellectual retooling on the job (the plat-
form) has been in steadily increasing de-
mand in the labour market, and notably
in production industries subject to intense
competition and rapid technological de-
velopment. To the extent that diplomas
reflect such intellectual capacities, and
there is a strong a priori case for it, the
observations made by Mallet reflect a
positive underlying industrial develop-
ment that has already been documented
in the US and that should be supported,
not disputed. In its pure form it has very
little to do with the European unemploy-
ment problem, except that the job mar-
ket is developing in a direction that makes
it increasingly difficult for individuals with
low level “educational and learning plat-
forms” to obtain well-paid jobs without
the support of tax-payers money.
This proposition can only be refuted in
favour of the institutional, over-education
D e b a t e
“(…) employers look for
competence, notably talent
when recruiting, and the
talent dimension becomes
increasingly important the
further up the recruiting
ladder. Talent on the job is
conventionally thought to
be positively correlated
with the level of education,
(…). Under that presump-
tion, which may even be
correct, it is easy to under-
stand that there will be an
inflation in diplomas once
the number of people with
diplomas has become suffi-
ciently large. Such a phe-
nomenon should, however,
not be labelled “over-educa-
tion”. One should rather
discuss the possibility of
organising a less resource
demanding “labelling sys-
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explanation suggested by Mallet by dem-
onstrating that formal education, as re-
flected in diplomas, has little to do with
the intellectual and learning platform I
have just discussed. If so, the case for a
fresh and unprejudiced (Eliasson 1994b)
look at the role of the formal education
system would be long overdue. It would
be very interesting and important, to have
this issue clarified empirically in the Mal-
let study as it enters its next phase.
D e b a t e
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This section lists the most im-
portant and recent publica-
tions on developments in train-
ing and qualifications at an
international and European
level. Giving preference to
comparative works, it also lists
national studies carried out as
part of international and Eu-
ropean programmes, analyses
of the impact of Community
action on the Member States
and national studies seen from
an external perspective.
This section has been
prepared by
Martina
Ní Cheallaigh,
and the Documentation
Service with the help of
members of the national
documentation network
Europe - International
Information,
comparative studies
Vocational education and training -
the European research field: back-
ground report, volume 1.
European Centre for the Development of
Vocational Training, CEDEFOP
Luxembourg: EUR-OP, 1998, 352 p.
(reference document)
ISBN 92-828-3613-4 (v.1), en
ISBN 92-828-3612-6 (v.1 + v.2), en
Cat. no.: HX-13-98-001-EN-C
EN
This is the first volume of the background
report that complements the synthesis
report on reviews of European current
research in the field of vocational educa-
tion and training (VET). The contributions
are grouped into five main fields of re-
search: institutional and political back-
ground; socio-economic framework; the
processes of training, continuing training
and integration to work; curricula and
learning; and aspects of comparison,
mobility and recognition of skills in a
European perspective. The first parts deal
with institutional forms of cooperation
and coordination between different actors
at different levels of VET policy. The sec-
ond part is devoted to the socio-economic
framework: labour markets, technologies,
the costs and benefits of training and fu-
ture of work and skills. The third part
deals with training processes, transitions
to work, continuing training and the prob-
lems of target groups. The fourth part
presents research on curricula, learning
formats and non-formal learning. Part five
is devoted to some “overarching” aspects
in the European context: comparisons,
mobility and recognition of skills.
Vocational education and training -
the European research field:
background report, volume 2.
European Centre for the Development of
Vocational Training, CEDEFOP
Luxembourg: EUR-OP, 1998, 321 p.
(reference document)
ISBN 92-828-3614-2, en
Cat. no.: HX-13-98-002-EN-C
EN
Given the persistence of a very high de-
gree of heterogeneity in the problems,
definitions and methods used to analyze
transition, this report has been prepared
with a two-fold goal: firstly to clarify the
situation by recording progress and diffi-
culties in research undertaken on the is-
sue of transition and, secondly, to sug-
gest possible areas of reflection concern-
ing opportunities to undertake more in-
depth research from a comparative Euro-
pean perspective. It is divided into three
parts. Part 1 documents French experi-
ence in the development and interpreta-
tions up to now of the problems of or-
ganizing occupational transition. Part 2
looks at the role of vocational training
systems in the transition of individuals to
work. Part 3 uses European comparisons
to examine the different approaches to
transition which are encountered and
which could serve as points of reference
for developing the analysis of the organi-
zation of transition towards the world of
work in areas such as national mono-
graphs and or transnational comparisons.
Human resource accounting - inter-
ests and conflicts: a discussion paper.
FREDERIKSEN J V; WESTPHALEN S A
European Centre for the Development of
Vocational Training, CEDEFOP
Luxembourg: EUR-OP, 1998, 55 p.
(Panorama, 85)
ISBN 92-828-3334-8, en
Cat. no.: HX-18-98-445-EN-C
EN
Human resource accounting is about
measuring the value of human resources
in enterprises, which can include figure
and non-figure reporting on such issues
as costs and benefits of training, staff
turnover, absenteeism, the value of em-
ployees’ knowledge, etc. This report con-
tains the following three elements: 1) a
presentation and definition of the main
terms used in human resource account-
ing; 2) identification and discussion of the
main stakeholders - governments, socialVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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the job market, and on the distribution of
the workforce in the production system.
It gives some answers to a very large ques-
tion: how is the increasing number of
people with qualifications being distrib-
uted over the production infrastructure?
It concludes that the widespread idea ac-
cording to which the development of ini-
tial training reflects developments in de-
mands by companies, or at least that this
development is used by occupations in
line with their own dynamics, is not very
compatible with the homogeneity ob-
served in the distribution of diploma hold-
ers in all occupations.
The documents mentioned above may be
obtained from EU national sales offices -
http://eur-op.eu.int/fr/general/s-ad.htm.
Requests for free publications should be
addressed to the representations of the
European Commission in the Member
States or the delegations of the European
Commission in other countries - http://
europa.eu.int/comm/represent_en.htm
Skill needs: linking labour market
analysis and vocational training.
European Training Foundation, ETF
Luxembourg: EUR-OP, 1998, 135 p.
ISBN 92-9157-161-X, en
ETF
Villa Gualino,
Viale Settimio Severo 65,
I-10133 Torino.
info@etf.it
Cat. no.: AF-12-98-093-EN-C
EN
This document is the follow-up to a two
and a half day workshop which took place
in Turin, Italy, on 20-22 November 1997.
In the past, in the centrally planned
economies of the partner countries, there
was an inherently close link between pro-
duction and training systems. Following
the abolition of this centrally planned sys-
tem, this close link, and the interrelated
link between skill users and skill produc-
ers was broken. The growing private sec-
tor, emerging from the privatization of
large state enterprises and the setting up
of SME’s, does not as yet communicate
directly and effectively with vocational
education and training institutions and
decision makers. As a consequence, vo-
cational education and training decision
makers in the partner countries are now
partners, enterprises and employees - and
their positions on human resource ac-
counting; and 3) five case studies on re-
porting on human resources which in-
clude public and private enterprises/or-
ganizations as well as production, retail
and service enterprises.
Mobility and migration of labour in
the European Union and their specific
implications for young people.
TASSINOPOULOS A; WERNER H;
KRISTENSEN S
European Centre for the Development of
Vocational Training, CEDEFOP
Luxembourg: EUR-OP, 1998, 126 p.
(CEDEFOP Document)
ISBN 92-828-4143-X, en
Cat. no.: HX-16-98-053-EN-C
EN FR DE ES
The establishment of the right to freedom
of movement for European citizens plays
both a practical and symbolic role in the
process of the construction of the Euro-
pean Union. This report commissioned by
CEDEFOP within the framework of the
medium-term priorities (1997-2000) on
“serving European mobility and ex-
changes” shows that in spite of a legal
and political environment which encour-
ages the free movement of persons, and
in spite of the Commission programmes
to promote mobility and eliminate obsta-
cles, there is still little transnational mo-
bility among EU countries and it is highly
concentrated on special groups.
Certificates, skills and job markets in
Europe: a summary report of a com-
parative study conducted in Germany,
Spain, France, Italy, Netherlands,
United Kingdom.
Université des Sciences Sociales de
Touluse, LIHRE et al.; European Centre
for the Development of Vocational Train-
ing, CEDEFOP
Luxembourg: EUR-OP, 1998, 31 p.
(CEDEFOP Document)
ISBN 92-828-3549-9, en
Cat. no.: HX-13-98-653-EN-C
EN FR
This study commissioned by CEDEFOP
has as its central subject the macro-eco-
nomic or macro-social analysis of the con-
sequences of investments in education onVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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facing a serious information gap between
the skills required by society and the
economy to proceed to a structural adap-
tation of their system and to design ap-
propriate training programmes. The as-
sumption behind the workshop was that
information on the demand and supply
of skills is a prerequisite for vocational
education and training decision makers
to allow them to adapt their systems to
the needs of a changing socio-economic
environment.
URL: http://www.etf.it/etfweb.nsf/pages/
vetreport3
Enhancing the role of social partner
organizations in the area of vocational
education and training in the candi-
date countries of Central and Eastern
Europe: institutional arrangements.
European Training Foundation, ETF
Luxembourg: EUR-OP, 1998, 29 p.
ISBN 92-828-4385-8, en
ETF
Villa Gualino,
Viale Settimio Severo 65,
I-10133 Torino.
info@etf.it
Cat. no.: AF-16-98-683-EN-C
EN
This publication is part of a pilot project
on the role of the social partners in VET
launched by the European Training Foun-
dation in 1997 along the lines of the rec-
ommendations of its Advisory Forum. The
overall aims of the project are: 1) to sup-
port the promotion of a social dialogue
culture on VET in the candidate countries
of Central and Eastern Europe; 2) to con-
tribute to the further development of net-
working and exchange of experience be-
tween social partners from these coun-
tries and their counterparts from EU Mem-
ber States; and 3) to assist in the rein-
forcement of the institutional capacities
of social partners in the candidate coun-
tries for developing effective practices of
social dialogue in VET. It is divided into
two parts. Part 1 comprises a compara-
tive overview of the main trends and chal-
lenges with regard to the involvement of
social partners in VET across the ten can-
didate countries of Central and Eastern
Europe and part 2 contains country sum-
maries offering a brief outline of the most
important features of the respective na-
tional developments.
Tertiary professional and vocational
education in central and eastern Eu-
rope.
HENNESSEY M A
European Training Foundation, ETF;
Council of Europe
Strasbourg: Council of Europe Publishing,
1997, 131 p.
Council of Europe Publishing,
B.P. 431 R6,
F-67006 Strasbourg Cedex,
publishing@coe.fr
EN
The countries of Central and Eastern Eu-
rope are societies in transformation. In-
creasing numbers of students seek access
to post-secondary or higher education; the
social and economic changes demand a
new preparedness for the world of work
and new skills to support the reform proc-
ess. The need to introduce, or reinforce,
educational opportunities beyond second-
ary education as an alternative to univer-
sity education has become a priority. This
survey is an attempt to map the emer-
gence of the sector of tertiary professional
and post-secondary vocational education.
Making the curriculum work.
Organisation for Economic Co-operation
and Development, OECD
Paris: OECD, 1998, 123 p.
OECD,
2 rue André-Pascal,
F-75775 Paris Cedex 16,
oecd@oecd.org
ISBN 92-64-16141-4, en
EN FR
How can curriculum content be adjusted
to tomorrow’s needs? Can student assess-
ment help make curricula more relevant?
How can further training for teachers
make their teaching more effective? These
questions lie at the heart of curriculum
reform, which is unanimously ranked
among the top priorities in education, but
often approached too narrowly. To be
truly effective, curricula must be fully
consistent with both teaching practice and
education policy. They must also equip
students for the challenge of lifelong
learning. This report approaches these
interlinked imperatives via detailed analy-
sis of the most recent experience and in-
novation in a number of countries, throw-
ing new light on the curriculum issue.VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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Overcoming failure at school.
Organization for Economic Co-operation
and Development, OECD
Paris: OECD, 1998, 97 p.
OECD,
2 rue André-Pascal,
F-75775 Paris Cedex 16,
oecd@oecd.org
ISBN: 92-64-16151-1, en
EN FR
Failure at school: an old problem in a new
context? In most OECD countries, there
is some reluctance to acknowledge the
problem of failure at school. And when
the problem is acknowledged, it is not
always easy to find effective means for
combating it or, even, to agree on indica-
tors of failure that would demonstrate its
scale. What are the different manifesta-
tions of educational failure today? And
what are the policies needed to address
them? This report aims to develop a
deeper understanding of the nature of
failure at school in OECD countries. It
restates the problem as it confronts policy-
makers today and presents new findings.
It proposes a set of national and interna-
tional indicators of failure and compares
various forms of intervention aimed at
improving student achievement in Aus-
tralia, Belgium, Canada, Japan, New Zea-
land, Spain and the United Kingdom.
Qualifications with a dual orientation
towards employment and higher edu-
cation: a collaborative investigation of
selected issues in seven European
countries: INTEQUAL report II.
MANNING S (ed.)
Wissenschaftsforum Bildung und
Gesellschaft, Berlin
Berlin: WIFO, 1997, 238 p. + bibl.
ISBN 3-929869-09-8
EN
This report of the INTEQUAL Project con-
tains the countries’ final reports and com-
pares selected training policy and peda-
gogical aspects of dual qualification train-
ing programmes in the individual coun-
tries. The report deals with the following
issues: All partner countries want to take
advantage of dual qualification training
programmes in order to achieve parity
between vocational and general education.
Basic skills are intended to help in com-
ing to grips with technological and social
transformations. The integration of general
and vocational curricula requires the im-
plementation of new learning methods (for
example, response-oriented learning).
Each final report contains a section with
conclusions for that particular country
written in the corresponding national lan-
guage. The countries studied are: Austria,
France, the Netherlands, Norway, Sweden,
Great Britain and Germany.
Points of departure: Some European
dimensions in teacher education.
ROUSI H; SKYTTÄ R (eds.)
Vocational Teacher Education College of
Jyväskylä
Jyväskylä: Vocational Teacher Education
College of Jyväskylä, 1997, 118 p.
(Papers and reports from the Vocational
Teacher Education College of Jyväskylä,
11)
ISSN 1237-1998
ISBN 952-9645-32-5
Vocational Teacher Education College,
Rajakatu 35,
40200 Jyväskylä, Finland
FI
The present publication is based on co-
operation between the Vocational Teacher
Education College of Jyväskylä and its
European colleagues. The College has
organized an opening seminar on the
topic of European dimension. The publi-
cation contains 10 papers written by Finn-
ish, Swedish and Irish partners and co-
operators. The papers discuss the Euro-
pean dimension in teacher education and
adult education, with reference to issues
such as entrepreneurship, educational
reform and curriculum reform.
Open and distance learning: Occupa-
tional safety and health education of
vocational teachers: An investigation
into the Member States.
HAGBERG BATEL E
National Institute for Working Life, De-
partment of occupational medicine
Solna: Naitonal Institute for Working Life,
1998, 55 p.
(Arbetslivsrapport, 98(17))
ISSN 1401-2928
Arbetslivsinstitutet,
Förlagstjänst,
S-171 84 Solna, Sweden
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This study examines the training of teach-
ers in the European Union in the subject
occupational safety and health as part of
an open and distance learning pro-
gramme. The main tools for data collec-
tion were a number of well established
databases, and questionnaires to training
institutions, as well as to the Ministries of
Education in the Member States. 44 per
cent of the responding institutions declare
an interest in a distance taught course in
occupational safety designed for voca-
tional teachers. Very little training has
been found that is directed towards the
target audience of the study.
Modern financing of VET systems.
GASSKOW V et al.
Netherlands Economic Institute, NEI
Rotterdam: NEI, 1996, 62 p.
NEI,
PO Box 4175,
3006 AD Rotterdam
EN
At the request of the European Training
Foundation, the NEI carried out a pilot-
project in which the situation of VET fi-
nance reform in Azerbaijan was evaluated
and assessed, in order to lay the founda-
tions for such assessments in other part-
ner countries, in particular CIS states. This
report is the result of a four-day seminar
in Turin where four contributions need
to be noted. The first paper gives an over-
view of more general issues in the financ-
ing of VET, like financing concepts, struc-
tures and management of funding
schemes, and types of funding schemes.
The second paper concerns issues relat-
ing to so-called external efficiency of VET,
in particular initial vocational education
and its relation with the labour market.
The third contribution focuses on labour
market training and employer training:
sources of funds, involvement of social
partners, role for government and possi-
bilities to stimulate employee training.
Finally, the fourth paper deals with plan-
ning, financing and control in VET
schools.
Formation professionnelle initiale et
continue en Europe: visa pour l’ave-
nir: une étude CEREQ-Elf Aquitaine.
AVENTUR F; MOBUS M; VERGNE JL (eds.)
Centre d’études et de recherches sur les
qualifications, CEREQ; Elf Aquitaine, Di-
rection des Ressources humaines
Paris: Magnard Vuibert Multimédia, 1998,
376 p.
ISBN 2-8434-8031-0
FR
This is a study conducted in the eleven
countries in which Elf Aquitaine is located,
The first part analyses, in each country,
the place of continuing vocational train-
ing in the national VET system on the basis
of a description of the latter. The second
part presents a cross-disciplinary reading
of the information contained in national
documents. It successively covers the or-
ganisation of and the players in initial
vocational training, the dynamics of these
systems (evolution of demand, reform
policies and job integration), the training
level of persons in employment and con-
tinuing vocational training (practices and
methods of regulating employee training).
Public finance solutions to the Euro-
pean Unemployment problem?
SORENSEN P B
Economic Policy Research Unit - Copen-
hagen Business School, EPRU
Copenhagen: EPRU Copenhagen Business
School, 1997, 266 p.
(EPRU, 15)
ISSN 0908-7753
EPRU,
Nansengade 19,5
DK-1366 Copenhagen K,
Fax: 45-3815-2665,
mark/eco@cbs.dk
EN
Unemployment in Europe is heavily con-
centrated among low-skilled workers. It
is often argued that the high rates of job-
lessness among the low-skilled workers
are partly due to the income support pro-
grammes of the welfare state, since un-
employment benefits and social assistance
benefits establish a floor for the wages of
low wage earners, inducing them to price
themselves out of the labour market. Most
economists agree that a general cut in
benefit levels would tend to stimulate
employment by lowering reservation
wages. However, although some countries
with generous benefit systems may have
scope for pursuing such a policy, most
European governments remain unwilling
to implement major benefit cuts, since thisVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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would compromise the fundamental eq-
uity goals of the welfare state. This docu-
ment discusses both sides of the argu-
ment.
European Union: policies,
programmes, participants
Combating exclusion from the world
of work: ESF project examples.
European Commission - DG V
Luxembourg: EUR-OP, 1998, 52 p.
(Employment and European Social Fund)
ISBN 92-828-2961-8, en
EUR-OP, L-2985 Luxembourg,
or from its national sales offices
Cat. no.: CE-12-98-700-EN-C
EN FR DE
All must share in Europe’s future pros-
perity. This means taking urgent action
to combat long-term unemployment and
social exclusion across the Union. This
brochure illustrates how the European
Social Fund is helping to provide, through
Objective 3 and the Employment Com-
munity Initiative, new opportunities for
some of the most disadvantaged people
in our society.
Helping young people along the path
from school to work: ESF project ex-
amples.
European Commission - DG V
Luxembourg: EUR-OP, 1998, 52 p.
(Employment and European Social Fund)
ISBN 92-828-2961-8, en
EUR-OP, L-2985 Luxembourg,
or from its national sales offices
EN FR DE
Investing in young people is an invest-
ment in the future of our economies. The
Employment-Youthstart Community Initia-
tive European Social Fund (Objective 3)
has done much to help Member States
deliver the education and training needed
to give young people the right start in
the labour market. This brochure presents
the actions taken to combat youth unem-
ployment by enhancing youth training and
promoting job opportunities in order to
allow more young people to find work,
especially those who do not have basic
qualifications or training.
Promoting equal opportunities for
men and women: ESF project exam-
ples.
European Commission - DG V
Luxembourg: EUR-OP, 1998, 48 p.
(Employment and European Social Fund)
ISBN 92-828-2964-2, en
EUR-OP, L-2985 Luxembourg,
or from its national sales offices
Cat. no.: CE-12-98-683-EN-C
EN FR DE
The Amsterdam Treaty confirmed that
building Europe means building greater
equality of opportunity, with the new
Article 3 committing the European Union
to work to eliminate inequality and pro-
mote equality. This brochure shows spe-
cific actions under Objective 3, which are
funded by the European Social Fund to
help women into areas of work in which
they are under-represented, and especially
it targets women who do not have voca-
tional qualifications or who are returning
to the labour market after a period of
absence. Employment-Now complements
efforts in tackling joblessness among
women and strongly promotes women’s
enterpreneurship.
Leonardo da Vinci -
Impact Compendium.
European Commission - DG XXII
Brussels: Leonardo da Vinci - Technical
Assistance Office, TAO, 1998, 106 p.
Leonardo da Vinci - TAO,
9 rue de l’Astronomie,
B - 1210 Brussels,
Fax: +32.2.227.01.01,
e-mail: 101363.461@compuserve.com
EN FR DE
This Impact Compendium is the first ten-
tative attempt to describe the type of
transnational cooperation between differ-
ent vocational training actors in Europe.
It shows the likely results, as set out in
the Council Decision: to improve voca-
tional training actions aimed particularly
at companies, and their workers; to sup-
port the development of linguistic skills;
as well as the knowledge and dissemina-
tion of innovations achieved in all of these
areas. It looks at the reality of the impact
of the programme by examining and ex-
plaining the results of 47 projects financed
in 1996 and 1997.
URL: http://europa.eu.int/en/comm/dg22/
leonardo/impactcomp/index.html,VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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EMPLOYMENT/ADAPT midterm evalu-
ation: midterm evaluation of the EM-
PLOYMENT and ADAPT community
initiatives in the programme period
1995-1999.
KAAKINEN J et al.
Työministeriö
Helsinki: Ministry of Labour, 1998, 36 p.
(ESF Publications, 33/98)
ISSN 1455-4534
ISBN 951-735-337-5
Ministry of Labour,
P.O. Box 524,
00101 Helsinki, Finland
EN
The publication evaluates the outcome of
two EC programmes: 1) the Community
Initiative Employment in Finland, and 2)
the ADAPT Community Initiative in Fin-
land. First, the realisation of the objec-
tives of the Employment programme is
evaluated. The evaluation covers 30
projects. The evaluation is based on in-
quiries and interviews of project work-
ers, clients and experts, as well as docu-
ments, databases, and statistics. Second,
the implementation of the ADAPT pro-
gramme is evaluated. ADAPT is an EU
initiative which aims to assist employees
in adapting to structural change and to
the changing needs of the labour market.
Formen arbeitsintegrierten Lernens:
Möglichkeiten und Grenzen der Erfaß-
barkeit informeller Formen der
betrieblichen Weiterbildung.
GRÜNEWALD U et al.
Arbeitsgemeinschaft Quem
Berlin: Arbeitsgemeinschaft Quem,
1998, 271 p.
(Quem-Report, Schriften zur Weiterbil-
dung, 53)
ISSN 0944-4092
DE
The structures and costs of in-plant con-
tinuing vocational training were studied
from 1991-1996 in the context of the
FORCE programme. The volume describes
a project in which 17 enterprise case stud-
ies were carried out. The following main
themes were addressed: criteria for de-
fining training and learning forms for con-
tinuing on-the-job training; structuring
criteria; continuing on-the-job training and
work process; continuing vocational train-
ing in the context of outsourcing;
delimitability and multiple definitions of
continuing on-the-job training - quantita-
tive and cost assessment; benefits for par-
ticipants.
A mobilidade transnacional e a forma-
ção profissional (de nível não superi-
or).
Lisbon: Leonardo da Vinci - Instância
Nacional de Coordenação, 1998,
Leonardo da Vinci Info (Lisbon) 7/8, 1998,
44 p.
Leonardo da Vinci -
Instância Nacional de Coordenação,
Rua Jacinta Marto 8-2º F,
P-1150 Lisbon
PT
This article deals with transnational mo-
bility as a support instrument to improve
the quality of vocational education/train-
ing at non-university level. It describes
the projects dealing with practical train-
ing and international exchanges within the
framework of the Leonardo da Vinci pro-
gramme by presenting quantitative data
(description of the trainees, duration of
practical training, etc.) and direct reports
from those most directly involved in them
(learners, practical training tutors, bodies
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Arbeit und Lernen 2000:
berufliche Bildung zwischen
Aufklärungsanspruch und Verwer-
tungsinteressen an der Schwelle zum
dritten Jahrtausend: Band 2: Bildungs-
theorie und Bildungspolitik.
DREES G; ILSE F (eds.)
Bielefeld: Bertelsmann, 1998, 213 p. +
bibl.
(Wissenschaft - Praxis - Dialog berufliche
Bildung, 6)
ISBN 3-7639-0101-9
DE
The authors make predictions about the
future of work and vocational training in
the context of changes in the organiza-
tional and technical parameters of work
and a situation of economic crisis. Pros-
pects for vocational training and further
training are identified and discussed. Par-
ticular attention is given to efforts to for-
mulate a theoretical basis for training and
the creation of the requisite political
framework.
Berufsbildung in der Entwicklung.
Bundesinstitut für Berufsbildung, BIBB
Berlin [etc.]: BIBB, 1998, 120 p.
(Ergebnisse, Veröffentlichungen und
Materialien aus dem BIBB)
BIBB,
Fehrbelliner Platz 3,
D-10707 Berlin
DE
71 training regulations were formulated
and passed by the German government
from 1996-1997. 17 involved new occu-
pations. 30 new training regulations went
into effect in 1998 and eleven of these
concern new occupations. The publica-
tion addresses new occupations paying
particular attention to issues such as struc-
tural change, service orientation, modula-
rization and the early recognition of train-
ing needs.
Kvalitet i
uddannelsessystemet.
Undervisningsministeriet et al.
Albertslund: Schultz Information, 1998,
288 p.
ISBN 87-7856-187-6
Schultz,
Herstedvang 10-12,
DK-2620 Albertslund
DA
The Danish government has carried out
an analysis of the general quality level of
Danish education measured primarily in
relation to its impact on the economy. This
report presents the results of the analysis
and identifies a number of areas where it
is possible to improve the quality and ef-
ficiency of the educational system. Chap-
ters contain important and succinct infor-
mation and analyses on the structure of
the educational system and young peo-
ple’s path through the system, why edu-
cation and training is important for the
individual and for society and which de-
mands must be placed on the system, how
the use of resources might be improved,
how the yields of education correspond
to the input of resources, and how edu-
cational organization and incentives might
be improved to increase relevance and
quality.
La formación profesional
específica y la garantía social.
BARTIVAS CEREZO S M; GUTIERREZ
GARCIA J M
Ministerio de Educación y Cultura
Cáceres: Ministerio de Educación y
Cultura, 1998, 225 p.
ISBN 84-369-3089-4
ES
This publication includes the structure of
the vocational training system introduced
by LOGSE (the law governing education
in Spain), which is divided as follows:
basic vocational training; specific voca-
tional training (intermediate level and
higher level); social guarantee or elemen-
tary vocational training aimed at people
between 16 and 21 years of age who do
not posess any vocational training quali-
fication, as well as the training of students
with special educational needs; the mod-
ules of vocational training and guidance
and of vocational training in the work-
From the Member States
D
DK
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place. The modules for each training cy-
cle are presented according to the area
of specialization with their curricula (in-
dicating the number of hours, space and
coverage) and access to university stud-
ies indicated in each Royal Decree for the
creation of the certificates; and, finally,
the teaching of Fine Arts and of Design.
Diagrams of the educational system and
of the training cycles with the number of
hours of teaching are included.
Formation, régulation,
institution: un dispositif
de formation continue: le groupe
d’analyse de pratique des formateurs.
MOYNE A
Paris: Presses Universitaires de France
(PUF), 1998, 199 p.
(Education et formation)
ISBN 2-13-049149-9
FR
This work presents a scheme which fol-
lowed a group of trainers of adults
throughout their practical work for five
years. The reports on the meetings where
they spoke of their experience reveal the
difficulties these trainers encountered with
their groups, their trainees, the officials
in establishments and the other trainers
with whom they worked. Specific ques-
tions relating to methodology, pedagogi-
cal issues and relational aspects were
raised. It is seen how a procedure, based
on a collection of practices with a later
analysis of these practices following the
techniques of the Balint groups, plus the
intervention of an outside mediator,
gradually gives these trainers more
insights into themselves and their actions.
La formation à distance: enjeux, pers-
pectives et limites de l’individuali-
sation.
JEZEGOU A
Paris: L’Harmattan, 1998, 183 p.
(Défi formation)
ISBN 2-7384-6497-1
FR
The first part of this work presents the
challenges of personalised distance learn-
ing. The next part proposes important
items of literature on this subject, both at
the level of research and of field experi-
ments. The third part describes the cur-
rent status of personalisation in distance
learning on the basis of its political and
socio-economic context and the structure
of its most representative provisions. The
last part contains some recommendations
which can optimise the coherence of such
measures.
Construire la qualité de la formation:
réflexion théorique et guide pratique.
LAURENS P et al.
Toulouse: Eres, 1998, 92 p.
ISBN 2-86586-558-4
FR
After reviewing various quality initiatives
in the field of training, the authors, re-
searchers and consultants propose a five-
stage procedure to steer quality in a train-
ing process. The annex contains a list of
questions based on the quality criteria and
indicators identified in each of the stages
of the training process.
Näin syntyi
vaihtoehtoinen
ammattikoulu osaksi uudistuvaa kou-
lutusjärjestelmää.
AHTI H
Vankeinhoidon koulutuskeskus (Training
Centre of Correctional Treatment of Pris-
oners)
Vantaa: Vankeinhoidon koulutuskeskus,
1998, 167 p.
ISSN 0785-3106
ISBN 951-885-150-6
Vankeinhoidon koulutuskeskus,
Vernissakatu 2 A,
P.O. Box 41,
01301 Vantaa, Finland
FI
The publication presents the 10-year his-
tory of experimental activity which aims
to save young people who are in danger
of becoming social dropouts. These young
people have failed at school and com-
mitted various crimes. The book contains
descriptions of a number of projects which
have been set up to help these young-
sters re-enter society by offering them a
chance to train themselves in areas that
they are interested in, outside of the for-
mal school system, often in the form of
apprenticeship training.
F
FINVOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
CEDEFOP
82
Anagkes katartisis
palaion T.E.I. se
technologia CAD
PAPATHEDOSIOU TH;FRAGKOPOULOS S
Institouto Technologikis Ekpaidefsis, ITE
Athens: ITE, 1998, 70 p
ISBN 960-7121-06-6
ITE,
56 Sygrou Ave.,
GR-11742/Athens
EL
This book includes a study based on a
research project carried out by the Insti-
tute of Technological Education (ITE). The
study – entitled “Training needs of former
TEI graduates in CAD technology” – was
submitted to the Ministry of Labour
(within the framework of EUROFORM
programme) in order to get approval for
the financing of training courses ad-
dressed to former graduates of the Tech-
nological Educational Institutions (TEI) -
non-university higher education institu-
tions. The courses would provide the
trainees with the theoretical knowledge
and the respective skills of computer
aided design (CAD) methodology. The
book also includes the curriculum imple-
mented in the courses.
Reviews of national policies
for education: Italy.
Organisation for Economic Co-operation
and Development, OECD
Paris: OECD, 1998, 117 p.
ISBN 92-64-16112-0, en
OECD,
2 rue André-Pascal,
F-75775 Paris Cedex 16,
oecd@oecd.org
EN FR
A major reform of the entire Italian edu-
cation and training system is in progress,
aiming at the improvement and integra-
tion of learning in schools, universities
and regional training institutions in order
to respond to changing social and eco-
nomic demands for knowledge, skills and
qualifications. Fundamental changes will
include the decentralization of adminis-
trative responsibilities and increased
school autonomy enabling the grassroots
actors in education and training to re-
spond more flexibly to the diversity of
individuals, local and enterprise needs
and to utilize more effectively available
funds and technologies. Central elements
in the reform will also provide evalua-
tion and increased accountability across
the system.
Integrazione tra politiche formative,
sociali e occupazionali nell’area dello
svantaggio: Proposta di un modello
istituzionale.
MONTEDORO C; ROSSI M F (eds)
Istituto per lo Sviluppo della Formazione
Professionale dei Lavoratori, ISFOL
Rome: Isfol, 1998, 51 p.
Isfol,
Via G.B. Morgagni 33,
I-00161 Roma
IT
This is an ISFOL research project regard-
ing innovative training paths and models
for disadvantaged people. The authors of-
fer some points for reflection on the
present state of occupational integration
of marginalised individuals. They exam-
ine the laws in force, including more spe-
cifically the law on compulsory job place-
ment, and consider the various bodies and
services involved at their respective lev-
els. An important aspect is the identifica-
tion of the quality criteria for projects ad-
dressed to disadvantaged people, such as
illegal immigrants. The authors suggest a
possible link between the training paths
and methods of job insertion and examine
the key factors for judging the efficiency
of the models proposed. The quality crite-
ria are backed up by a specific glossary.
Adult education in an era
of lifelong learning:
green paper on adult education.
Department of Education and Science;
Dublin: Stationery Office, 1998, 130 p. ;
bibl.
ISBN 0-7076-6175-7
Government Publications Sale Office,
Postal Trade Section,
Sun Alliance House,
Molesworth Street,
IRL-Dublin 2.
EN
The priority for the Government, as stated
in this first Green Paper on adult educa-
tion, is the implementation of a national
adult literacy programme. A recent OECD
GR
I
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report found low levels of adult literacy
and of adult education and training in Ire-
land. Other measures proposed in the
paper include:- the development of a
“back to education” initiative for adults
who have not completed upper second
level education through the expansion of
a number of existing programmes; the
establishment of a National Adult Learn-
ing Council to promote a co-ordinated
strategy among the various providers; the
establishment of local adult education
boards representing key interests at local
level to establish area needs and inte-
grated area plans; the development of
services such as childcare and guidance
to support access to adult education; the
establishment of a working group on fu-
ture recognition of staff qualifications.
establishment of a working group on fu-
ture recognition of staff qualifications.
Guidance in adult and continuing edu-
cation.
McNamara G
National Centre for Guidance in Educa-
tion
Dublin: The Centre, 1998, 33 p. ; bibl.
National Centre for Guidance
in Education,
189 Parnell Street,
IRL-Dublin 1.
EN
It is estimated that there are about 130,000
adult learners in education in Ireland at
present. Current provision outside the
education system is fragmented and the
need for policy development on adult
learning has recently been addressed in
the Green Paper on Adult Education for
which purpose this paper was commis-
sioned. The study considers (1) current
policy in Ireland as regards guidance for
adults in education (2) recent literature
in the area and the difference between
guidance needs of adults and those of
young people (3) a broad outline of policy
in the UK (4) the findings of a study of
the present position and future needs as
regards guidance for adult students in
schools and third level colleges and (5)
issues for consideration in the develop-
ment of policy and practice in the area.
Cross-cultural training of
non-Swedish managers:
Case studies of Atlas Copco and Avesta
Sheffield AB.
SANDSTRÖM Å; MATTSSON M
Luleå University of Technology, Depart-
ment of Business Administration and So-
cial Sciences
Luleå: Luleå Tekniska Universitet, 1998,
39 p. + annexes
(International Business and Economics
Programme, 98(080 EKO))
ISSN 1402-1579
Luleå Tekniska Universitet,
S-971 87 Luleå, Sweden
EN
The great complexity of managing inter-
national operations motivates high-qual-
ity management training. In this thesis,
cross-cultural training offered by Atlas
Copco and Avesta Sheffield AB to their
foreign managers in Sweden has been
studied. The theories selected, deal with
effective international management train-
ing, different methods of training the for-
eign manager, and cross-cultural entry.
The conclusions show that the companies
studied have understood the importance
of training their foreign managers. Even
if they do not perform the training as
theory suggests, both firms offer language
and cross-cultural training.
Electronic communication and Eng-
lish language learning: a case study.
JONSSON E
Luleå University of Technology, Depart-
ment of Communication and Languages
Luleå: Luleå university of Technology,
1997, 35 p.
(Luleå University of Technology, 97(07))
ISSN 1402-1773
Luleå Tekniska Universitet,
S-971 87 Luleå, Sweden
EN
Curricular reforms promoting information
technology in Swedish schools have trig-
gered an interest in how electronic com-
munication can be used to improve and
enhance second language education. This
study investigates to what extent IT can
be said to enhance students motivation
towards learning a second language. The
project studied is “the learning bridge”
connecting Swedish senior high schools
in Stockholm to a number of schools in
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Pre-vocational pilots aimed to help peo-
ple with multiple disadvantages in the
labour market access training and support
that will enable them to benefit from
mainstream training programmes and sub-
sequently move into sustainable employ-
ment. This research investigated the ex-
tent to which PVP has been successful in
achieving these aims.
Structure and agency in youth transi-
tions: students experiences of voca-
tional further education.
RUDD P; EVANS K
Journal of Youth Studies (Abingdon) 1(1),
1998, p. 39-62
ISSN 1367-6261
EN
The school-to-work transition of two sam-
ples of 16-19-year-old college students in
the UK are examined in terms of their
vocational preparation and expectations
of labour market entry. Current processes
of vocational preparation are evaluated
primarily from the perspectives of the
young people themselves. The aims are
to explore influences of structure and
agency in young people’s lives in the light
of their perceptions of the ‘new vocation-
alism’ and to assess how much control
they feel they have over the further edu-
cation phase of the school-to-work tran-
sition. A multi-method approach involv-
ing a structured questionnaire and a se-
ries of semi-structured group interviews
is used to try to discover something of
the ‘lived realities’ of these young peo-
ple. An important finding is that young
people in a ‘depressed’ labour market
appear to be at least as optimistic about
finding employment, and also experience
similar levels of independence and con-
trol, as a similar sample in a more ‘buoy-
ant’ labour market.
UK
the USA. The results of the study show
that the Swedish students’ motivation to
use and learn English is indeed enhanced,
but that their acquisition is not affected
to a notable degree.
Keeping IT together:
skills for information
technologists.
Institute of Employment Studies, IES
Brighton: IES, 1998,
IES,
Mantell Building,
University of Sussex, Falmer,
Brighton BN1 9RF, England
EN
Reports on a survey which investigated
the skills needs of professionals in infor-
mation technology. It found that: IT spe-
cialists need an increasing range of tech-
nical skills; they are increasingly required
to have an understanding of business
needs; jobs requiring only IT technical
skills are increasingly rare. There is an
increasing demand for IT specialists and
recruitment difficulties are beginning to
emerge. Companies surveyed made ma-
jor investments in training but some had
difficulty in meeting all training needs.
Companies were devoting attention to
training in additional skills as well as tech-
nical skills.
Longer term outcomes of the pre-vo-
cational pilots.
ATKINSON J; KERSLEY B
Department for Education and Employ-
ment, DfEE
Sheffield: DfEE, 1998
ISBN 0-85522-8393
DfEE Publications,
P.O. Box 5050, Sudbury,
Suffolk CO10 6ZQ, England
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Issues recently
published in
English
No 13/98 Who pays for training? Some policy approaches to financing
vocational training
Financing vocational training: policy issues
• Education, training and the economy (Christoph F. Buechtemann; Dana J. Soloff)
• Issues in financing vocational education and training in the EU (Gregory Wurzburg)
Some policy approaches to financing
vocational training
• Levies, leave and collective agreements incentives for enterprises and individuals
to invest in training (Vladimir Gasskov)
• The introduction of market principles into the training system in England and Wales
(Anne West; Hazel Pennell; Ann Edge)
• State intervention policies in the field of work-oriented additional training (Yrjö Venna)
• The alternatives for the financing of vocational training:
the example of emerging countries in Latin America (David Atchoarena)
Enterprises and financing vocational training
• Investment in continuing vocational training by enterprises (Norman Davis)
Aspects of policy debate: East and West
• Financing vocational education in Russia: issues and options (Ivo Gijsberts)
• Financing vocational training in the Federal Republic of Germany.
Interviews with Regina Görner and Jobst R. Hagedorn
No 14/98 What’s it worth? The problems of measuring the benefits of
investment in human resources
Returns on investment: who pays? who benefits?
• Funding lifelong learning: key issues (Jittie Brandsma)
• Investment in human resources - a dilemma? (Alexander Kohler)
Benefits to enterprises and to individuals
• Towards a rate of return on training: assessing the research on the benefits of employer-
provided training (Alan Barrett; Ben Hövels)
• Remuneration of continuing vocational training and skill-building under the German and
French education systems (Pierre Béret; Arnaud Dupray)
Human resource accounting and reporting
• The answer is blowing in the wind. Investment in training from a Human Resource
Accounting perspective (Ulf Johanson)
• Treating capital investment and investment in training on an equal basis
(Isabelle Guerrero)
Measuring training activity
• Interpreting training statistics in Europe: Issuing a health warning
(Alan Felstead; Francis Green; Ken Mayhew)VOCATIONAL TRAINING NO 16 EUROPEAN JOURNAL
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No 15/98 Ensuring quality in vocational education and training
Evaluating the evaluations
• Public quality control of vocational training in Germany, France and the United
Kingdom (Richard Koch, Jochen Reuling)
• Evaluation of quality aspects in vocational training programmes.
Results of a meta-analysis in five European countries (Erwin Seyfried)
• Application of ISO 9000 standards to education and training (Wouter Van den Berghe)
Ensuring training quality at the work place
• In-company continuing training: Trends in European enterprises (Thomas Stahl)
• Self-assessment. A royal road to quality assurance for continuing training?
(Thomas Stahl)
Case studies
• Accreditation of training organisations.
Origin, objectives and methodology of the Portuguese accreditation system
(Carlos Capela)
• Quality assurance in continuing vocational training for small and medium-sized
enterprises in the German craft sector - the training activities of the Central Office for
Continuing Training in the Crafts Sector (ZWH) (Klaus Jenewein, Beate Kramer)
• Creation of an external quality assurance system
for higher education - the example of Poland (Maria Wójcicka)
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The European Journal
for Vocational Training
A call for articles
The European Journal for Vocational Training journal is looking to publish articles
from researchers and specialists in vocational education and training and employ-
ment. Researchers and specialists who want to bring the results of high-quality re-
search, in particular comparative transnational research, to the attention of a wide
audience of policy-makers, researchers and practitioners in many different countries.
The European Journal is an independent and refereed publication. It is published
three times a year in English, French, German and Spanish and enjoys a wide circu-
lation throughout Europe both within the Member States of the European Union and
beyond.
The journal is published by CEDEFOP (the European Centre for the Development of
Vocational Training) and aims to contribute to debate on the development of voca-
tional education and training, in particular by introducing a European perspective.
The journal is looking to publish articles which set out ideas, report on research
results, and which report on experience at national and European level. It also pub-
lishes position papers and reaction statements on issues in the field of vocational
education and training.
Articles submitted to the journal must be exact, yet accessible to a wide and diverse
readership. They must be clear in order to be understood by readers from different
backgrounds and cultures, not necessarily familiar with the vocational education and
training systems of different countries. They should be able to understand clearly the
context and consider the arguments put forward in the light of their own traditions
and experience.
In addition to being published, extracts of the journal are placed on the Internet.
Extracts from past issues can be viewed on http:/www.trainingvillage.gr/etv/edito-
rial/journal/journalarc.asp
Articles can be written either in a personal capacity, or as the representative of an
organisation. They should be around 2,500 to 3,000 words in length and can be
written in either Spanish, Danish, German, Greek, English, French, Italian, Dutch,
Norwegian, Portuguese, Finnish or Swedish.
Once written, articles should be sent to CEDEFOP in hard copy and on a diskette
formatted for Word or Word Perfect, or as a Word or Word Perfect attachment by e-
mail, accompanied by brief biographical details of the author outlining the current
position held. All articles are reviewed by the Journal’s Editorial Committee which
reserves the right to decide on publication. Authors will be informed of its decision.
Articles do not have to reflect the position of CEDEFOP. Rather, the Journal provides
the opportunity to present different analyses and various – even contradictory –
points of view.
If you would like to submit an article the editor Steve Bainbridge can be contacted by
telephone on + 30 31 490 111, fax on + 30 31 490 175, or e-mail on: sb@cedefop.grThe European journal Vocational Training is published three times a year in four
languages (DE, EN, ES, FR). The annual subscription covers all issues of the publi-
cation Vocational Training published in the course of the calendar year (January to
December). Unless notice of cancellation is given by 30 November, the subscrip-
tion will be extended automatically for a further calendar year. The publication
Vocational Training will be sent to you by the EU Office for Official Publications,
Luxembourg. The invoice will be sent to you by the responsible EU distributor.
The subscription price does not include VAT. Please do not pay the amount due
until you have received the invoice.
Yearly subscription (excl. VAT): (three issues) EUR 15; UKL 12.60; IRL 12.30;
USD 20.10. Single copies (excl. VAT): EUR 7; UKL 5.90; IRL 5.75; USD 9.40.
EUR exchange rate as of 30.05.95
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